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SUMMARY

Problem

While the overall goal of the research was to develop and evaluate
an incentive system which used social incentives in Air Force technical,
training, the present phase was concerned with identifying such incen-
tives and examining them for feasibility, attractiveness and other
characteristics. By social incentiVes is meant reinforcement which
arises from personal interaction (a-g.'esteem, recognition and approval),,
as distinguished from tangible incentives (.g. time off, financial
benefits, etc.).

Approach
lfs

.

A preliminary list-of 62 incentives was generated by interview,
literature search, and'grcalp deliberation. Questionnaires were then
administered to 463 trainees and 192 instructors throughout the Air
Training Command. Respondents were asked to make judgments about the
incentives with regard to attractiveness, feasibility, and whether
the incentives were contingent on performance or could be made con-
tingent. Information was also gathered on personal motives, background
variables, and leadership climate in the training environment. Attrac-

tiveness ratings were factor analyzed and other relationships in tlie,
data were explored by correlational method. Two mqtYpds of scaling
the attractiveness of incentives'were compOr''

Results and Conclusions

The more attractive incentives were found to be those with direct
impact on the trainee himself, and they were generally either costly
or relatively low in administrative feasibility. With small sets of

incentives (10 or less) the assignment of dollar values to the incentives
was found to be a plausible measurement technique.

Factor analysis.showed that recognition was tht most important
dimension in the present set of incentives with secondary dimensions
of personal freedom, self development, social behaviors and information
feedback.

Sex, race, marital status, personal motives, and perceivtd leader-
ship climate were related to the reported attractiveness of certain

incentives. Females rated as more attractive incentives which allowed
for social interaction. Blacks preferred recognition-oriented incen-
tives more than whites. Personal motives - recognition, power,

affiliation, altruism generally tended to be associated with those
incentives which made satisfaction of the motive possible.

Feasibility judgments varied across incentives with the mgiority

being viewed as somewhat feasible. Instructor-student agreement on

incentive feasibility was quite high.

1



,Four,experimental incentive systems were proposed. These systems,,
inclUdedas reinforcers 18 of the 62 incentives originally considered.
Many were'dropped for low feasibility, low attractiveness, or both.
Six other inCeatives from the priginallist were redesignated as social
behaviors (e.g. shaving concern for others; being treated as an individual)
since it was not poihle to make them contingent on performance. How-
ever, these behaviors wei'e,to be fostered. and encouraged by being targets
of the incentive system in the,expectation that the growth of social
skill would provide a bettern 16aming environment.

2

ti

a



TABLE OF CONTENTS

Page

Research Objectives 7
Incentive Identification 8

Measurement of Incentive Properties 12

Incentive Attractiveness 12
Incentive Feasibility 13
Organizational Variables 14
Individual Variables 15
Data Collection 15

Results of Iricentive Analysis 18

Characteristics of the, Sample 18
Incentive Attractiveness 19
Dimensions of Incentive Attractiveness 26
Determinants of Incentive Prefefences

Sex 29
Race

. 29
Marital status 32
Education 32
Air, Force base 33
Trainees' volunteer status 33
Service as a rope 33
,Reinforcing agent . . 35
Leadership climate 38
Personal motives . 40

Incentive Feasibility 46
InstrUttor perceptions of incentive feasibility . 50

Secondary Incentive Analysis atLowry AiX Force Base 54

Incentives Analyzed in Lowry Re-administration of the
SUrvey 55

Results of Lowry Study 59

Sample Characteristics 59
Incentive Attractiveness and Feasibility 59
Instructor Attitudes, Incentive Feasibility and
Instructor Incentives' 59

Further Feasibility Judgments 64

Development of Incentive Systems 66

The Basic Systems 66

3



TABLE OF CONTENTS - continued

Page

Behavioral Basis of Reinforcement 66
Incentives Available in the Systems . . .0 .. . 69

Summary and Conclusions 72

References 74

Appendix

Survey of Attitudes and Opinions of Air Force
Technical Traipees--Form A

B Survey of'Attitudes and Opinions of Air Force
Technical Trainees--Form B

C Survey of Attitudes and Opinions of Air Force
Technical Instructors--Form A

D Survey of Attitudes and Opinions of Air Force
Technical Instructors--Form B

Scatterplots of Relationships Between Measures of
Incentive Attractiveness

F Agreement Correlations Between. Rating and Dollar
Methods of Assessing Incentive Attractiveness

G Factor Analyses of Incentive Attractiveness Ratings
H Air Force Technical Students' Attitudes and

Opinions:- Lowrey Survey °

I Air Force Technical Instructors Attitudes and
Opinions:, Lowry Survey

J Incentives Rejected for Further Analysis in Second
Survey at Lowry AFB

K Examples of Leadership Behavior Incidents
L Instructor Assessment of Student Performance

Rating Form
M Airmen Attitudes Toward Training Rating Form .

75

87

99

. 109

111
113

LIST OF ILLUSTRATIONS

. .

Figure Page

1 Distribution of Incentive Attractiveness atings . . 23

2 Distribution of Incentive Attraciivehess Dollar

Attributions 24

4



. LIST OF ,TABLES

Table Page

1 Original 62 Incentives Examined in Air Force
Technidal Training . 9

2 Characteristics of the Survey Respondents: Air Force
Technical Trainees 18

Incentive Attractiveness: Means and Standard Deviations
for Total Samples 20

4 Incentives with Dollar-Attractiveness Means Above
the Expected Value 25

5 Incentive Attractiveness,Differences Between Male
a,nd Female Trainees 30

6 Incentive Attractiveness Differences for Black and
White Trainees 31

7 Incentive Attractiveness Differences Between Single
and Married Trainees' 32

Incentive Attractiveness Differences Across Air
Force Bases - 34t,

9 Incentive Attractiveness Differences for Volunteers
vs. Nonvolunteers and Ropes vs. Nonropes . .

10 Correlations Between Incentive Attractiveness Ratings
and Independent Attractiveness Ratings for Instructor
and Peel Administration of the Incentives 36

11 Effects of ReinforCing Agent on Incentive Preference:
Mean Attractiveness When Administered byInstructors
and Peers 37 .

.35

12 Significant Relationships Between Incentive Attractive-
ness and Two Dimensions of Leadership Climate 39

13 Correlations Between Incentive Attractiveness as
Administered by Instructors and Peers and Two
Dimensions of Leaderthip Climate 41

14 Mean Trainee Scores on the Personal Motives Dimensions . 42

15 Mean Item Scores on the Personal. Values Questionnaire . 42

16 Intercorrelations Among Personal Motives Dimension6 . 44.

5



A

9

LIST OF TABLES - continued .

Table Page

17 Significant Relationships Between Incentive
Preference and Altruistic Motives

18 Significant Relationships Between Incentive
Preference and Power Motives

19 Significant Relationships Between Incentive Preference
and Personal Recognition Motives .

20 Significant Relationships Between Incentive Preference
and Affiliation Motives

21 Mean Incentive Feasibility as Perceived by Trainees

%

22 Mean Incentive Feasibility as Perceived by Trainees a

and Instructors

23 Summary Characteristics of Incentives Included in
Second Survey at Lowry AF$

Characteristics of Lowry Trainee Sample

25 Characteristics of Incentives for. Trainees: Lowry
Sample

26 Instructor Attitudes Toward Their Job

27 Attractiveness of Incentives to Instructors

28 . Trainee Perceptions of the Degree of Present and Ideal
Occurrence of Leadership Behaviors, with the Trainee
as Agent and Target of the Leadership Behavior

rncenti'ves Proposed for Inclusion in the Social
Incentive Instructional Systems

44

44

45

,

45 1
/

. . 48

5.1

4 57

59

60

62

64

68

70

G-1 Factor Matrix fez-. FOrm A Incentives 113

G-2 Factor Matrix for Form B. Incentives 114

6

10

1



IDENTIFICATION AND ANALYSIS OF SOCIAL INCENTIVES
IN AIR FORCE TECHNICAL TRAINING

Research Objectives

The prir6ipal goal of the present research was to develop and
experimentalll, implement and evaluate a system of social incentives con-
ducive to effective learning and adjustment in the Air Force technical
'training environment. This report details the°activities and results of
the first phase of the empirical research, which was concerned with the
identification and analysis of incentives for potential use in a train-
ing reward system. Prerequisites for the effective administration of an
incentive system include the selection of incentives which are psycho-
logically meaningful rewards for participants and.feasible for the
training command to adpinister, and establishing contingencies between
training effectiveness and the availability of rewards.

7



Incentive Identification

A combination of _information sources was used to develop a prelimi-
nary set of potential incentives,, which were later subjected to more
refined measurement and scaling. These sources were as follows:

(1) A thorough review of the previous literature on social rein-
forcement and conclusions derived from that theoretical analysis (Raben,
Wood, Klimoski and Hakel, 1973).

(2) Examination of incentives previously applied to learning and
performance in military settings (Datel and Legters, 1970; Pritchard,
Von Bergen and DeLeo, 1974).

(3) Interviews and discussions with technical trainees, technical
instructors, course supervisors, and training research personnel at
Lowry Air Force Base.

(4) Group deliberations by members of the research team, wherein
new incentives were elicited and previously identified incentives were
clarified and defined, and redundant incentives were eliminated.

The sixty-two potential incentives derived from these activities
are reproduced in Table 1. These incentives represent a mixture of
incentives which might or might not affect behavicir through a social
reinforcement process. While the incentives were not intended to fit a
theoretical model, many were derived from our preliminary conceptualiza-
tion of the nature or types of social incentives. Under the assumption
that social incentives operate to fulfill social motives, categories of
possible incentives included: (a) recognition and approval, (b) affili-
ation and identification, (c) social influence, and (d) altruism, or
helping others. Table 1 indicates the categories associated with each
of the preliminary incentives, as well as notation of its previous
experimental application or investigation. This conceptual scheme and
list of incentives provided the basis for objective measurement of in-
centive characteristics and their subsequent selection for evaluation in
classroom incentive systems.

8
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Table 1

Original 62 Incentives Examined in
,Air Force Technical.Training

Social Category

Incentive Al I Af R

1. Verbal praise x

2. Choice of permanent base
assignment

x

3. ,Opportunity to cross-train

4. College credit for technical
training

5. Coed classes
6. Time off x

,x

x

7. Progressing through course
at Own pace

x

8. Interaction with instructor
during class

9. Reduced squadron detail x

10.

12.

Freedom from instructor's
supervision

Being in honor dormitory
Being able to help classmates
learn material

x

13. Sicking and drinking coffee and
pop in class when possible

14. Ribbon for outstanding perform-
ance

15. Wearing civilian clothes to
claiS-

x x

16. Press release to hometown
newspaper

x

17. Relaxation of curfew restrictions.

18. Extra advanced instruction
19. Pictures and naMes of honor

students' posted

20.
.

Additional infOrmation concern-
tng related civilian
occupations

21. Display of completed work
22. Special seating in classroom
23. Freedom from classroom exercises

24. Being able to evaluate your own
performance

25. Receiving encouragement
26. ChoiCe of roommates
27. Being recommended

9

Previous
Citation

RWKH9 DL
DL

DL, RWKH, PVBD
RWKH

;ref "

PVBD

DL

DL, PD

DL

DL

RWKH



Table 1 continued

Incentive

Social Category

Al I Af R
Previous
Citation

28. Being able to.set learning goals
29. Being treated as an individual x x
30. Sending letter of merit to

parents or loved ones
x x DL, PVBD

31. Being taken to some social event
during duty time

x DL

32. Being chosen as group spokesman
33. Promotions
34-. Certificates or diplomas x RWKH
35. Eliminating involuntary cross-

training
36. Being excused from classroom

training based on exams
PVBD

37. Letter' of commendation in
permanent records

DL, ponp

38. Being in a classroom with

students of the same tank
39. Free telephone calls home
40. Additional information concern-

ing military-assignments
41. Field trips to location of

training specialty
42. Identity-of honor students

passed on to next block
43. Early notificatiorPof permanent

base assignments
44. Party for top performers
45. Influence over class routine
46. Eliminating numerical or letter

grades and having pass-fail
47. Having your suggestions

implemented
48,- Receiving more difficult and

challenging work
49. Press releases to base pews-

papers
x DL

50. Pictures and names of most
improved students posted'

51: Specific information about your
strengths and weaknesses

52. Receiving an explanation for
orders

53. Being recognized for achievements
54. Being liked and accepted
55. Choice of dormitory

x

DL

-et
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Table 1 continued

Social CategOry
Previous

.Incentive Al I- Af R Citation

56. Being able to help the
instructor

57. Social interaction x x RWKH

58. Being concerned for
59. Not failing
60. Being recommended for a nrope".. x

61. Being allowed1to take meals at x .DL

NCO club
62. Being able to teach a class x x

Note: The first four column heads denote altruism, influence, affili-

ation, and recognition, respectively. The abbreviated citations refer

to: Raben, Wood, Klimoski, and Hakel, 1973; Datel and tegters, 1970;

and Pritchard, Von Bergen and DeLeo, 1974.



'Measurement of,Incentive Properties

Questionnaire methods were used to assess multiple characteristics
of the incentives previously identified. This section of the report
describes the variables examined, methods of measurement, and data-
collection procedures.

Incentive Attractiveness

The central parameter of the incentives investigated was that of
their psychological reward value to members of the population who might
potentially receive the incentives* for effective petformance. This
parameter has recently been highlighted by expectancy theories of human
motivation, which suggest that: (a) one's affective response toward a
training program will depend on the perceived value of the incentives
and the extent to which the training system is instrumental for attain-
ing the incentives; and (be effort to improve one's training effective-
ness will depend on the value of effectiveness and the expectancy that
effort will produce effectiveness (Vroom, 1964; Lawler, 1971).. More

.generally, the subjective expected utility of an action (e.g., by the
trainee) depends on the consequences of the act (reinforcement) and'the
value of those consequences to the indiVidual. An underlying assumption
is that an incentive system will be'effective to the extent, in part,
that trainees receive rewards which are valued by them.

Incentive value was operationally assessed with two measures of the
perceived attractiveness of each of the 62 incentives. Dual methods
were employed to examine Consistency of attractiveness judgments, or
convergence of multiple methods in tapping 'the same concept. The '
strength of inference possible from the results is enhanced by the
degree of equivalence of measurement and the interval scale properties,
of the derived data.

The first assessment method, which will be referred to as the
"rating" method, involved respondents' judgments of the attractiveness
of each incentive, independent of other incentives, on 7-interval
attractiveness ratings scales. The scales provided descriptive verbal
statements for each interval as follows: extremely attractive, very
attractive, somewhat attractive, neither attractive nor unattractive,
somewhat unattractive, very unattractive, and extremely unattractive.
Respondents indicated which interval described their perception of each
incentive. The instructions also attached behavioral implications to
the attractiveness judgments. For example, part of the instructions
stated: "An x in the extreme left space meats: 'This outcome ins
extremely attractive to me; I would expend my maximum effort to obtain
this'," Incentives were not designated as such, but were presented as
"possible outcomes of performing well in training." Complete instruc-
tions and rating scales for this attractiveness assessment task are
presented as Part 1 of Appendices A and-B.

0.
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The second measurement method, which will be referred to as the
"411ar" method, implicitly involved comparisons of the relative values
of different incentives.__Respondents'were provided with a hypothetical

sum of money with which to "purchase" from the list of incentives. This

distributive scaling method derives from Nealey's (1964) work with game-
board and paired comparison scaling techniques for measuring wage and
fringe benefit preferences in business and industry. The method gener-

ates ratio scaling properties (absolute zero is meaningful in dollar

units), with mean dollar values allotted to an incentive denoting its

attractiveness. In this study, respondents distributed the stun of $300,

or about a month's salary for trainees, among the same incentives they

had rated with the other method. The list of incentives was given to

them in an order which differedsfroi the order in which they were pre-

sented in the rating method. Instructions indicated any whole number of

dollars (0,300) couild'be assigned to any givenautcome (incentive), so

long as the total spent was $300. Complete instructions and the dollar

method form are shown as Part II of Appendices A and B.

The rating method wasglso applied in anothei- questionnaire, to a

limited set of incentives, for which attractiveness might vary with the

agent of incentive administration. As indicated in the review of the

social reinforcement literature (Raben et al., 1973), various agents may

function as "significant others" relative to the recipient of a reward,

such that a giyen incentive may take on different reward values depehd-

ent on the referent person or group from whom the incentive emanates or

by whom it is esteemed. In this study, we examined differential attrac-

tiveness of incentives delivered through instructor reinforcement and

peer reinforcement. Twenty of the 62 incentives were fated on the

7-interval attractiveness scales. Respondents placed an I in the inter-

val that best described the attractiveness of each incentive if adminis-

tered to them by their training instructor, and a C,in the (same or

different) interval describing incentive attractiveness when adtinistered

by their class as a group. This attractiveness rating sheet is shown as

Part V of Appendices A and B.

Incentive Feasibility.

Perceptions of the feasibility of administering incentives contin-

gent on training effedtiveness were measured by two questionnaire rating

forms. First, respondents indicated, on five-interval scales for each

incentive, the extent to which they believed the incentive (butcomes)

presently. depends on performing effectively. Response intervals ranged

from "Being effective makes it impossible"to obtain this outcome," to-

"Being effective makes the attainment of this outcome a sure thing."

Intermediate categories stated that effectiveness "makes it difficult,"

"has nothing to do with," or "makes it easy" to attain the outcome.

These response categories were intended to represent varying instrumen-

tality relationships between effectiveness and rewards, with theinter-

vals roughly-approximating perceived effectiveness-reward correlations

of -.50, .00, .50, and +1.00. The second measure was similar in

format, but assessed perceived future feasibility by asking for the

.
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c,

degree of belief that each incentive could be made to depend on effec-
tive performance,. Response alternatives were, "There is no chance,"
"There is a small chance," "The chances are 50-50," "There is a strong
chance," "It is certain that...this outcome could be made dependent on
effectiveness." The five intervals were constructed to correspond to
subjective probability estimates of .00, .25, .50, .75, and 1.00. The
instructions did not specify any,bases for feasibility judgments; rather
the resulting overall feasibility _perceptions could reflect both ease of
maniYulating an incentive and tSring its attainment to performance. The
present and future feasibility questionnaires are included as Parts III
and IV of Appendices A and B: An additional feasibility estimate was
obtained on a screened and reduced set of incentives and will be re-
ported later.

Organizational Variables

Measures were made of several variables associated with the train-
ing environment and participants, for the purpose of examining corre-
lates of incentive attractiveness and feasibility. The environmental
variables examined were types of training program and leadership climate
in the classroom. The training program measures consisted of questions
included in a personal background questionnaire (Part VIII, Appendices A
and B), asking for the name of one's training course, the block in which
he was currently operative, and his technical specialty area (AFC).

--------

Leadership climate was measured with the Instructor Behavior
Description Questionnaire. This instrument was an adaptation (for this
study) of the short-form,of the Leader Behavior Description Question-
naire (LBDQ) (stoicall" and Coons, 1957). Changes in the standardized
LBDQ-involvethminor rewording to place items in the context of the
classroom with instructor.and student referents, rather than the more
general leaderemployee context. The que4ionnaire containcd 24 stater
ments of instructor behavior. Students described the frequency of
occuiTence of each behavior with one of five response alternatives:
always, often, occasionally, seldom, or never. They responded tp each
stateMent by circling A, B, C, D, or E which their instructions denoted
as referring to the five frequency categories. The IBDQ is presented as
Part VI of Appendices.A and B. Two scores were derived from the re-
sponIes. Each item was scored 1 (Never) to 5 (Always). The sum of
scores for the oddrnumbered items provided an index of instructor Con-
sideration; items 11, 19,-.4nd 21 were "reverse-scored" since less
frequently engaging in those,behaviors reflects higher consideration.
The sum of scores on the even-number0 items was an Initiating Structure'
score, indicating the'extent to which instructors initiated structuring
activities inpthe class. 'These dimensions have been related in previous
leadership research to work behaviors such as turnover, absenteeism, and
grievance

14
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Individual Variables

Respondents who assessed incentive characteristics also provided

information about themselves. A background information sheet provided

biographicai data on the following variables: sex, race, age, military

rank, Air Force experience, marital status, dependents, education, and

military honors. Response categories for the education item were: high

school, some college, college degree, and graduate degree with spaces to

indicate the academic fields in which degrees were obtained. With

regard to Air Force experience, respondents indicated: number of years

in the Air Force, regular service branch, whether they had volunteered

for their current training specialty, their ideal specialty in which

they would like to be enrolled, and previous training specialty experi-

ence. The specific questions are reproduced in Part-VIII of

Appendices A and B.

Additional individual psychological characteristics were Measured

with the Personal Values Questionnaire (PVQ) (Wood, 1970). This instru-

ment measured the relative strength of four individual motive dimensions: '

power, affiliation, altruism, and recognition. The form consisted of

nine tetrads of statements expressing potentially valued general out-

comes in life. Within each tetrad there were four statements, one

representing each dimension, to be rank-ordered in terms of theil,

attractiveness. Across the questionnaire there were three statements

for each dimension arranged in the nine items, such thateach statement

appeared once and only once With each of the statements representing

other dimensions. Sums of ranks attributed to each of the three power

statements each of the three times it appeared in a tetrad comprised the

total power motive score. The other three motive scores were similarly

derived. For evidence concerning the development, reliability, and pre-

vious use of the PVQ, see Wood (1970, ch. 3; 1972). The PVQ forth used

in this study is included in Appendices A and B"as Part VII.

Data Collection
,

The measuring instruments described in previous sections were

administered, to. Air Force personnel in the form of a comprehensive sur-

vey of attitudes end opinions concerning technical training. The survey

questionnaires were prepared in four forms. Two forms were constructed

for`trainee responses, and two forms were administered to technical in-

structors.

The trainee survey, forms A and B, consisted of the following'

measures, in the order presented here: I. Incentive attractiveness-

rating method; II. Incentive attractiveness-dollar method; III. Incen-

tive contingency-present; IV. Incentive feasibility- future;

V. Incentive attractiveness-Instructord peer agents; VI. Instructor

Behavior Description Questionnaire; VII. Personal Values Questionnaire;

and VIII. Personal background information. The entire survey question-

naires for trainees are included in this report as Appendices A and B.
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The instructor survey, forms A and B, consisted of three parts, in
the following order: I. Incentive feasibility-future (equivalent.of
Part IV of trainee surveys); IT. Instructor Opinion Ouestionnaire
(IOQ); and III. Personal background information. The 100 was included
to examine relationships of instructors' perceptions of ideal classroom
behaviors to their judgments of incentive feasibility-and to trainees'
descriptions of actual instructor behaviors. The items and response
options for thed0Q, were equivalent to those of the IBDQ completed by
trainees. However, instructors Were asked to indicate the frequency
with which they thought they should ideally engage in each of the be-
haviors in the training setting. Consideration and Initiating Structure

'scorasfrom the I0Q-reflect the leadership style of the instructor. The
personal background form for instructors was similar to that for
trainees, except that instructors also indicated their. military/civilian
status. The instructor survey questionnaires comprise Appendices C and
D of this report.

The necessity for two forms ois the survey questionnaire for
trainees., and two forms for-instructors, was dictated by the number of
incentives to be consideredby the respondent. To facilitate comprehen-'
sion and efficient time use, 32 incentives were presented-in Form A of
the student and instructor surveys,'and the remaining 30were,,presented-
in Form B Of questionnaires administered to both respondent groups. The
differentiation of questionnaire forms was solely on-the basis of-incen-
tive content. ApprOximately half of the respondents at each level
received eadh.

'

form_ Incentives 'were distributed among forms A aneB in
a systematic manner so as to maintain approximate equivalence of con-
tent, or nattrftf the incentives a priori determined by incentive
categorizationSee Table 1), across the two forms. Each survey ques-
tionnaire was prefaced by a cover sheet) which introduced the sponsor-
ship and the natYire and intent of the research in general terms, and
provided gene - instructions. Separate detailed instructions for the
completion 1e chi part of the 'questionnaire were included with each .

instrument in the booklet'.

The questionnaires were administered to 402 trainees and 64 train-
ing instructors in various technical training programs at four United
States Air Force Bases during August and September of 1972. The bases
involved Were: (1) Lackland - N z, 138 trainees, 28 instructors;
(2) Sheppard - N = 60 trainees, 11 instructors; (3) Chanute - N
106 trainees, 13 instructors; and (4) Keesler - N = 98 trainee's,
12 instructors. Additional characteristics of the sample are described
in the results section of this report.

At each location, questionnaires were administered by one or two
members of the research team to groups of trainees/instructors, who
were brought'together in a central room during their duty-day for the
expressed purpose of completing the surveys. The researchers briefly
introduced the project to the group, then administered the survey in .a
stepwise fashion by reading instructions to the group fora given part,
allowing them to complete that part, then moving on to the next part.

16



Administration time was; one Hour for trainee groups and 20 minutes for

instructors (though no rigid time limits were imposed). Individual

respondents were anonymous. Following the administration period, the

researchers entertained questions and comments from the participants.

4
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Results of Inbentive Analysis

Characteristics of the Sample

A summary of the major characteristics orthe sample, in the form
of distribution of respondents across categories of personal variables,
is presented in Table 2. The trainee sample consisted predominantly of
white, single airmen with less than six months in the Air Force, who had__
volunteered for their training specialty, and had a high schdol or some
college education. Their average age was 19, with a standard deviation
of about two years. The Dew college degrees represented in the sample
were distributed across divers,e,fields, including engineering, business,
psychology, social science, physics, criminology, history, and physical.
education. Individual differences on-these characteristics will be re'--
examined later ass,t,hey relate to incentive,questionnaire responses.

Table 2

Characteristics of the Survey Respondents:
Air Force Technical Trainees -

Variable: Category
Number of
Respondents

Percentage of
Total Sample

f

. .0x: Male 357 89

.

Female 45 ,I1
"Oft .2
.4, Race: White 358 89 _. Black , 44' 11

11-

Rank: Airman 382 95
Sergeant 12 3

Experience: < 6 months 322 80
> 6 months 80 20

Training status: Volunteer 320 81
Nonvolunteer 8o 19

Marital status: Single 342 .85
Married 56
Divorced

Education: High school 269 67
Some college 113 28
College degree 16 4

Note: Some categorizations do not total 402 because of missing
responses or responses which'did not fit the given categories.

18
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Additionally, 36 of the trainees were "ropes," a military honors
designation carrying leadership responsibilities within the airman
squadron, though not necessarily relevant to technical school perform-
ance or activities. Other honors reported by very few trainees included
ribbons, ROTC awards, stripes, and dorm leaders. Although trainees were
sampled from more than 70 technical training specialties, a-large pair-
tion (N = 70) were being trained in electronics-related fields. Other
training specialties heavily, represented in the sample included: law
enforcement and security police, munitions, aircraft maintenance, and
photography. Both traditional lock-step and self-paced courses were
included in the sample.

Incentive Attractiveness

Table 3 reports the trainees' perceptions of the attractiveness of
each of the original 62 incentives. Means and standard deviations are
presented for both the rating-scale and dollar-method judgments. With
the rating method, the possible range of scores was from 1 (extremely
unattractive), through a neutral point of 4, to 7 (extremely attractive)..
The grand mean across incentives on Form A was 5.44, with a standard
deviation of 1.36 (N = 32 incentives, 212 respondents). For the incen-
tives on Form B, the mean was 5.13, with the standard deviation = 1.39

190). Attractiveness scores on the dollar distribution task ranged
from $0 to $300, with the expected values for any given incentive being
$9.38 (Form. A) and $10.00 (Form B).

In the independent rating task,'only one incentive was perceived as-
unattractive, as all other means were greater than 4.00. The most
attractive incentives, with mean ratings in the 6 (very attractive) to
7 (extremely attractive) range, were: choice of base assignment (6.46),
college credit for training (6.43), time off (6.37), being treated as an

.individual (6.37), free phone calls (6.21), reduced squadron detail
(6.09), promotions (6.08), earl notification of base assignment (6.07),
information about training-related civilian occupations (6.02), and
coeducational classes (6.00). The least attractive incentives, with
mean ratings of 4 (neutral) to 4.5 were: special classroom seating
(3.51), recommendation for rope (4..18), teaching a class (4.26), more
difficult and challenging work ('4.33), pass-fail grades (4.30), meals at
NCO club (4.43), posting names and pictures of most improved students
(4.42), honor student identity passed on to next Instructor (4.51),
freedom froM classroom exercises (4.45), press release to' base paper
(4.58), being chosen group spokesman (4.3), and part for top performers

(4.29).

The comparative dollar distribution preferences showed the follow-
ing incentives to be the most attractive or valued: promotions (mean =

64.61), choice of base assignment (56.75); college credit (35.13), free
phone calls (32.16), time off (27.22), being treated as an individual
(23.47), not failing (21.23), early notification of base assignment
(19.14); while the least attractive were: special classroom seating.
(0.98), display of completed work (k.59); posting pictures and names of

19
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group spokesman (2.50), helping instructor '(3.02), being in class with
same-rank students (3.17), NCO club meals (3.35), honor dormitory
(3.45), and freedom from classroom exercises (3.46). Further summary,
information is given in Table 4, which lists those Lncentives with mean,
dollar allocations above the expected value. a

Table 4

Incentives with Dollar-Attractiveness
Means Above the Expected Value

Questionnaire Form

A (E.V. = 9.375)

Incentive

Choice of base
College credit '

Time-off
Treat as individual
Reduced squadron detail
Opportunity to cross-train
Advanced instruction
Self pacing
Coed classes
Smoking and drinking
Civilian clothes

B (E.V. = 10.00)

Ilan Incentive

56.75 Promotions
35.13 Phone calls
27.22' Not failing
23.47 Early base notification
15.65 Information, military
15.03 Information, strengths
13.68 Certificates e

11.07 Commendation letter
11.00 Difficult work
10.66 Explanation for orders
10.53 Dorm choice

Mean

64.61
32.16

21.23
19.14.
,16.46

i6.o4.
11.75
11.11
lo.6
;LID.46

1T.38

Thus, it appears from This descriptive analysis, that, by examining
the extremes of the preference distribution, incentives of higher and
lower attractiveness can be very generally distinguished. With some
exceptions, the more attractive incentives tended to focus on outcomes
that: (a) could be considered as pertinent basically Lo the individual
himself with implications for his future career, rather i.han emphasizing.
interpersonal contact explicitly; and (b) involve external administra-
tive action (and probable cost) for their delivery. On the other'hand,
the less attractive incentives generally concerned public forms of
recognition and identification with a reference group of military
superiors. This is generally consistent with results from Army basic
training, where mementos or ceremonies recognizing achievements were not
powerful motivators (Datel and Legters, 1970).

Two methodological conclusions were also evident from these prelim-
inary analyses. First, there was a minor bias evident in the form
variation of the questionnaires. Differences in overall incentive means
between questionnaires were significant (t = 2.07, p .05). Of the 11
highly attractive incentives, 7 appeared on Form A and 4,on Form B,

25,
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n ent'vesc wer attractiveness 10 were on

Form rand only,6 occurred on Form A. This slight questionnaire bias
then, was of the nature of having more attractiveness of incentives
represented in Form A. The difference was not associated with sampling
differences, since, in each group administration, half the respondents
randomly received each form.

Secondly, the two methods of measuring incentive attractiveness
enhanced the validity of inference concerning the incentive value con-
cept by providing Convergent measurements. This convergence is subjec-
tively evident in the comparigon of incentives noted above as being in
the saM extreme portion of the attractiveness distributions of the
rating- method and.dollar-methodrespOnses. Additional analyses.compar-_
ing the two methods empirically substantiated this convergence. As a
summaryry ihdicetor, mean attractiveness judwnentsfram the two methods,
as shown in Table 3, were plotted in bivariate graphical form with each
incentive as a data point. These scatterplots for Forms A, and-B are
included as Appendix E. both displays depict a close correspondence of

methods. Tile best-fitting lines conform to a positive relationship, and
the narrowness og point-defined ellipsis around those lines suggest
small deviations and a reasonably high coefficient of agreement. From

these figures, one can infer a strong overall correlation between
methods for attractiveness judgments of each set of incentives.

Correlation coefficients-were also computed for method agreement,
for each of the 62 incentives across respondents. The complete set of

correlations comprises Appendix F. The appendix shows the 'intermethod
correlations and the number of incentives correlating more highly than
the between-method correlatiods with the given incentive within each
method (off-diagonal correlations). The maximum nUmber of greater
within-method correlations was 31 for incentives on Form A and 29 for'

. those on Form B. Agreement was found to vary across incentives. The

following incentives &lowed significant between-method agreement and
convergent-discriminant validity as indexed`by fewer than 10 higher
correlations within either method: college credit, honor dorm, civilian
clothes, pictures and names of honor students posted, special classroom
seatink, promotions, certificates, eliminating involuntary cross-
training, excused from class based on exam, field trips, influence over
class, pass-faoil grades, challenging work, information about strengths
and weaknesses, explanation for orders" dorm choice, not failing, rope,
recommendation, meals at'ITCO club, and teaching a class. Tt can also be

seen that there vere fewer within-method correlations exceeding between-
method agreement for Form B incentives, particularly with respect to the
dollar-distribution method.

Dimensions of Incentive Attractiveness

In an attempt-to delineate the conceptualpature of
by identifyingidimensions or clusters of incentives, the
rating correlation matrices were subjected to "principal
analyses with factor rotations to the varimax criterion.

. 26
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analXs-ea=uerener-e-as=tarqUgZiaL-e-LLI-2.nen"
tives, 212 respondents) and Form B responses (30 incentives,
190 respondents). In both cases, however, the principal factor analysis
revealed a large general factor, and each rotation prograi required nine
factors to accommodate all of the common variance. Moreover, the
analyses were similar in that the first four rotated factors accounted
for 77 percent .of the variance for both forms. To sunmal'ize the derived

orthogonal factor structure, the major factors and their respective con-
tributions are described as follows for Form A and Form B incentives
(factor matrices are presented in Appendix G). -

Form A factor structure. The nine rotated factors mereas follows:

I.. This factor appeared to represent recognition, particularly in

4 terms of the permanent recording of one's recognition. Variablep con-

tributing to this factor (and their loadings) were: merit letter
press release to home town paper (.63), encouragement (.55), ribbon
(.54), having pictures-names posted (.47); verbal praise (.43), honor
dorm (.42), and recommendation as a future instructor (.42).

II. This factor also involved recognition, but with apparent
reference to recognition and self-control in the classroom environment.
Variables defining the factor were: freedom from classroom exercises
(.64), special classroom seating (.61), display of completed work (.44),
and self-evaluation of performance (.41) . Posting names and pictures

loaded on this factor (.36) as well as on factor 1.

III.. This factor can perhaps best be described as pertaining to

the trainees self-development. It is comprised .of the following incen-

tives: setting learning goals (.64 ), being treated as an individual
(.53), extra advanced instruction (.46), information about civilian
occupations related to training (.42), and choosing one's own roommates

(.41).

IV. Factor IV remains nameless because of the few contributing

incentives and their discrepant loadings: college credit for training
(.85), choice of base assignment (.40), and to a weaker extent; cped

classes (.34) and reduced squadron detail (.34). These variables may be

tied together, however, by their involvement of a loosening of Air Force

regulations or practices.

V. Being chosen group spokesman was the only incentive defining

this factor (.84).

VI. This factor connotes personal freedom in general on-base

behaviorS. It was comprised of: wearing civilian clothes (.54), re-

laxation of curfew restrictions (.48), rediiced squadron details (.47),

time-off (.40), and smoking and drinking in class (.39).

. VII. This was a fairly weak factor consisting of two variables

relating to social contact with instructors: interaction with instruc-

tor (.67) and receiving-encouragement (,41). .
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combination of freedom from supervision (.51) and honor dorm (.58),
respectively.-

Form B.factor structure.

I. Much like Form A, the first factor here was a strong recognition
dimension, comprised of incentives especially pertinent to recognition
by one's AirForce colleagues: pictures and names posted (.79), honor
student identity passed on (.68), recognition_ for achievements (.58),

. being liked and accepted (.t.8), certificates (.45), press release to
base pap 5), and being in a class with students of the same rank
(.40).

II. The incentives previously thought'to denote the more direct
social behaviors emerged on this factor: social interaction (.73),
being concerned for (.68), being liked and accepted(.52), and helping
the instructor (.41).

III. Though defined by only two variables,. factor III reflects
,competence - related aspirations: being, able to teach a class (.69) and
challenging, difficult work (.52).

IV. The only high loadingsifor meals at NCO club (.60) and being
recommended as a "rope" (.50) suggest identification 14th,military
officers.

Factors V and VI included incentives.indiCative of, trainee control
k.although specific influence (w class activities (loading of .71 on

factor VI) was separated from being excused from class (.60), and having
orders explained (.55) and suggestions implemented (.36, factor V).

VII. This was'a rather directl:i interpretable information feedback
factor consisting of: information on military assignments (.71 , early

I notification of base assignment (.49), and information about strengths
and weaknesses (.34).

Factors VIII and IX were single item factors with moderate as well
as singular loadings for cross-training and pass-fail grading.

Thus, recognition appears to be the dominant incentive dimension in
the present data,, with subsidiary clusters of personal freedom and
development, and social behaviors being identifiable.

Determinants of incentive Preference

Further examination of the nature of training ixentives revealed
several correlates of their preference associated with characteristics
of'the trainee respondents and their training environment. This section
reports results pertinent to the prediction of incentive attractiveness,
derived from investigation of the covariation of attractiveness

28



The ftatistical analyses involved were principally bivariate correla-
tions and comparisons of mean attractiveness ratings across sample
subgroups.

Results in this section are repbried for incentive attractiveness
as measured with the 7-interval rating scale. Due tp the previously
demonstrated method convergence, it is possible, for phrsimony's sake,
to restrict attention to one of the two measures. While the dollar
method yields psychometrically stronger scaled data, is utility was
limited in this research by two factors: *(a) since many of the incen-
tives possessed explicit monetary cost implications (e.g. free phone
calls, parties, time-off), judgments of preference could have been in-
fluenced by the objective cost of their attainment, as well as abstractly
perceived reward value, and the cost factor was not constant across
incentives; and (b) in this preliminary data-collection procedure,
respondents were confronted with the unusually complex task of distri-
Jiutifig dollars among a large set of (30) incentives, which may have

contributed to a skew in the distribution. Previous uses of this method

have involved smaller sets of (6-10) incentives (Nealey, 1960. In the

follqw-up sample, to be reported later, this limitation was reduced.
Consequently, ful present purposes, correlates of only the
attractiveness-rating responses were considered.

Sex. The individual's sex was related to preferences for eight of

the incentives. Significant mean differences shown in Table 5* indicate
that males viewed ribbons and recommendation as a future instructor as
more attractive incentives than did females. On the other hand,the
following incentives were valued more highly by females: self-pacing,

information about military assignments, having suggestion implemented,
press release to base paper, explanation for orders, and having others
be concerned for them. Females also preferred, to a marginally signifi-

cantly greater extent than did males, being liked and accepted, being
treated as an individual,, and choosing their roommates. These results
suggest that differential preferences for incentives with social rein-
fQrcement.connotations favor the female population, as previv25ly indi-
cated in nonmilitary research (Raben, et al.', 1973) Males preferred
two incentives related to personal recognition'more than did AFs.

Race. The individual variable of racewas a strong predictor of
Y.

incentive preferences. Seven differences between white and black'
trainees' ratings were significant at the .01 confidence level and three
were significant at p < .05 (Table 6). Blacks perceived several incen-

tives as more attractive than did whites: receiving encouragement,
recommendation as a future instructor, ribbons, press release to home

*Results concerning individual .*/.1d organization determinants of prefer-

enc should be interpreted with some caution, since multiple ANOVs and
t-test were performed on incentive attractiveness variables which were
In some cases interrelated, as shown by the factor analyses.
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town a en dis ZIG With- -the-
exception of .he goal-setting incentive, this pattern suggests stronger
preferences for recognition kinds.of incentives among black airmen.
White'trainees preferred not failing, promotion, base choice, and choice
of clothing incentives,-or generally control and career-related incen-
tives, more than-aid blacks.

Marital status. An incentive system incorporating the rewards
studied here appears particularly geared to the preferences of married
trainees. Seven incentives were seen as more attractive by married
individuals, and no incentives were significantly more preferred by
single trainees. Moreover, six of these marital status-based differ-
endes were significant beyond the .01 confidence level (Table7). The
nature of incentives preferred by the married sample varied greatly.
They included helping classmates, field trips, time off, receiving
encouragement, letters of merit, verbal praise, and information on
strengths/weaknesses.

Table 7

Incentive Attractiveness Differences Between
Single and Married Trainees

Incentive

Single

M

Marital Status

(N =342) Married (N.56)

sd 'M sd

Letter of merit to 5.55 1.43 6.40 0.96 4.41**
'parent or loved one

Receiving encouragement 5.66 1.19 , 6.36 0.86 4.35**
Being able to help 5.09 1.86 5.76 1.23 2.68**
classmates

. . .

Verbal praise 5.05 1.20 5.44 1.01 2.36*
Field trips 5.23 1.37 5.83 1.23 , 3.174*
Time-off 6.32 1.05 6.72 0.61 2.86**
Information about
strengths/weaknesses

5.26 "1.44 5.79 1.21 2.68**

Note: **p < .01
*p < .05

Education. Differences_in educational levels generally failed to
predict incentive preferences. Due to-the small numbers of trainees
with less than a high school education (5) or a college degree (13),
comparisons were possible onlybetweenthe midrange categories of a high
school degree and some exposure to college. None of these mean
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wingTdiffcrencec,

however, approached significance: (1) people with sane college training

preferred reduced squadron details (t 1.88) and information about
-.civilian occupations (t = 1.78) more than did high school graduates;
(2)trainees with a high school education rated certificates as more
attractive than did respOndents with some college (t 1.82).

Air Force base. Three parameters,of the training environment were

examined as possible determinants of incentive attractiveness--training
base, whether the trainee had volunteered for his specialty, and whether
the trainee had served as a rope. Results for the cross-base compari-

sons are presented in Table 8. These findings indicate that the base at

which an incentive system is introduced may affect its utility,, since'
4the,rated attractiveness of 13 incentives varied with the base from

'which trainees were sampled. There was no particulat trend toward
higher incentive preferences at.a single base. Thus, while there

appears to be no cross-base bias for incentives generally, consideration
of differential attractiveness of specific incentives and base location
(and accompanying training programs) will be important to designing a
workable incentive system.

Trainees' volunteer status. A few incentive preferences were
affected by the voluntary status of the trainee. Those trainees who

had volunteered for their training specialty considered ribbons, recom-
mendations as future instructors, and opportunities to help instructors

as more attractive,than did nonvolunteers. People nonvoluntarily'
assigned to an AFSC specialty preferred opportunities to cross-train and
having orders explained, to a greater degree than di,d volunteers. These

relationships can be interpreted in fairly common-sense terms. Volun-

teers seem more inclined to. prefer incentives relevant to their future
beneficial involvement in the training syste% and instructor-student

relationships. Nonvolunteers would logically value cross - training as a

means to change specialties and career goal attainment possibilities,
.and they might react adversely to legitimate military authority and seek
explanations for what they are instructed to do.

Service as a rope. Those few trainees who had acted as ropes, or
leaders in their student squadrons, viewed six of the incentives as more
attractive than did trainees who had not been ropel in the past. Incen-

tives more highly valued by ropes werg verbal praise, information about
civilian occupations, setting their own learning goals, being chosen as
group spokesman, receiving encouragement, and helping classmates

(Table 9). It is likely that, with the exception of civilian informa-

4 tion, service as a rope accustoms the trainee to experiencing these
rewards and renders their reward value more salient. However, since

many trainees tend to look unfavorably on ropes, who select them for

details and onerous squadron duty, the emphasis on helping classmates
may possibly be interpl.eted as a compensatory incentive for the rope to

value in the training school setting.
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Table 9

Incentive Attractiveness Differences for Volunteers
vs. Nonvolunteers and Ropes vs. Nonropes

' I. Volunteer Nonvolunteer
(N=320) (N,80)

Incentive, M sd M sd

Opportunity to cross-train 5.69 1.23 6:14 1.00 3.60**
Ribbon for performance 5.92 1,.14 5.48 1.47 3.69**
Recommended as future instructor 4.97 1.74 4.36 1.78 2.79**
Explanation for orders 5.68 1.29 6.16 0.99 3.11**
Help instructor 5.05 1.30 4.59 1.19 2.88**

II. Ropes Nonropes'
(N=36) (N=366)

Incentive M sd M sd t

Verbal praise 5.63 0.96 5.05 1.19 2.82**
,Information, civilian 6.53 0.60 5.97 1.32 2.47*
Set learning goals 6.21 1.18 5.53 1.75 2.28*
Group spokesman ' 5.63 2.58 4.43 2.34 2.90**
Receiving encouragement 6.26 0.73 5.70 1.20 2.74**

Help classmates 6.10 0.77 5.45 1.96 1.97*

Note: **E < .01
*-2,< .05

Reinforcing agent. Twenty of the social incentives were rated on
attractiveness when administered by instructors and classmates. _Results
of comparisons of the contribution of varying reinforcing agents to
attractiveness are presented in Tables 10 and 11. Correlations between
attractiveness ind pendent of agent and attractiveness of instructor and
class-administered incentives were, generally, equivalent. The only
major difference between correlations occurred for "receiving an expla-
nation orders," where the correlation was' substantial (r = .47) for
instructor administrati:on and negligible (r = .05) for class administra-

. tion. However, in the more direct comparison of attractiveness mean
ratings for the two agents of administration, several differences were
noted (Table 11). The reinforcing agent had a significant impact on the
perceived attractiveness of six of the incentives, as indicated by
t-tests for differences between means of large samples. Only one of
these incentives was more attractive when administered by classmates;
that being a party for the to performers, the. overall attractiveness
rating for which was rather low. The following incentives were signifl-
canny more attractive when administered by instructors: extra advanced
instruction, information about strengths and weaknesses, and explanations
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Correlations Between Incentive Attractiveness Ratings and
Independent Attractiveness Ratings forInstructor

and Peer Administration of the Incentives '

*

Incentive Instructor Peers

Verbal praise .40

Advanced instruction .36

Receiving encouragement .51

Recommended as futtre TTI 55
Treated as an individual .41

Letter of merit to loved ones ,. .50

Social event , .36 :
Group spokesman .50'

Part fbr top performers .0
Influence over class routine .24

Have suggestions implemented .19

Information: strengths/weaknesses .39 ,

-Explanation for orders . .47

Recognition for achievements .41

Being liked and accepted .40

Social-interaction .38

Being concerned for .41

Recommended for rope .54

Meals at NCO club .26

Teach a class F .48

36

.33
.27

.40

50
.48

.46

.24

.54

.32

.37

.13

.26

.05

.35

.47

.44,

.36

.48

.31,

.44



Table 11

Effects of Reinforcing Agent on Incentive Preference: Mean
Att\ractiveness When Administered by Instructors and Peers

Incentive

Administering Agent

Instructor Peers

M sd. M sd t

Extra advanced instruction 5.35 1.31 4.55 I.31 6.16**
Information: Strengths/weaknesses 5.25 1.45 4.52 1.50 04.87**

Explanations for orders 5.41 1.52 4.68 1.66 4.30**
4 Letter of merit to loved ones 5.;.27 1.43 4.95 1.49 2.47*

Recommended as future instructor 4.86 1.87 4.48 1.78 2.24*
Party for top performers 4.36 1.66 4.71 1.55 2.06*

, Being liked and accepted 5.35 1.38 5.60 1.40 1.79
Recognition for achievements 5.48 1.31 5.24 1.38 1.71

Social. interaction 4.88 1.30 5.07 1.28 1.46

Have suggestions implemented 5.19 1.29 5.02 1.22 1.31

Meals at NCO dill) 4.03 , 1.67 3.82 1.53 il 1.24

Being treated as an individual 5.93 1.42 6.07 1.27 1.08

Influence over class routine LE.81 1.48 4.73 1.33 < 1

Being concerned for 5.00 .1.42 5'.10 1.38 < 1

Recommended for rope 4.25 ', 1.79 4.16 1.83' ,< 1

Teach a class 4.53 1.81 4.38 1.64 < 1

Verbal praise 5.20 1.37 5.27 1.21 < 1

Receiving encouragement 5.54 1.23 5.49 1.19 < 1

Social event 4.81 1.56 4.88 1.45 < 1

Group spokesman 4.52 1.72 ,4.68 1.76 < 1

S.

37



for orders (p < .01); and sending a letter of merit to loved ones, and
being recommended as a future instructor (.2. < .05).

,

Thus, as previous literature has indicated (Raben, et al., 1973>,
the value of incentives to potential recipients depends in part on the
source of their administration or delivery, particularly as that source
reflects differences in reference groups' with which the person may
identify, which, in this study,. were primarily differentiated on the
basis of organizational level. The relative value of peer.and instruc-
tor reinforcement depend, however, on the nature of the specific incen-

s.
involved. The lack of agent differences for some incentives

indirectly supports arguments for peer reinTorcement, in that, in many
cases, peer reinforcement was valued at least as highly as instructor
reinforcement. That is, social incentives such as verbal praise, being ,

liked and accepted, social interaction, being treated Its an individual,
/ being concerned for, and.attending a social event were not accorded
I differential attractiveness across agents; in fact, while these mean

differences were not significant, the means were slightly higher for #

peer administration of thess,incentives.

Leadership climate. Indices of leadership climate were derived'
from the trainees' descriptions of their instructors'' behavior on the
IBDQ. The possible range of scores on both the Consideration and
Initiating Structure dimensions was 12-60. In the present.sample of
trainees, the mean Consideration score was 43.79 (s.d.,. 8.72), and the ,

mean'Structure score was 38.30 (s.d. = 7.03). The two leadership dimen-
sions were also generally independent, as the correlations between
Consideration and Structure were .14 (p < .05) for Form A respondents,
and .09 (n.s.) for Form B respondents. The respective sample sizes were
212 for Form A and ^190 for Form B.

Significant relationships between climate and incentive prefererice
are documented in Table 12. Many preferences were associated with
instructor behaviors. To the extent that the instructor was described
as considerate, trainees viewed 22 incentives avbeing more attractive,
with 18 of these relationships being significant at the .01 confidence
level. Preference for 20 incentives was greater to the extent that the
instructor was perceived to initiate structure, and 12 of the correla-
tions reached the .01 significance level. Preferences for 11 of the
incentives were pbsitively related to both climate dimensiOns. With the
exception of three incentives (posting pictures and names of most
improved student's, recognition fgr achievements, and passing on identity
of honor students), those incentives relating to both dimensions showed
slightly stronger relationships to'consideration.

Multiple interpretations of these relationships seem possible. If
one assumes that the present.incentives may or may not be currently
operative in the situation, and that climate variables are conductive to
their perceived value, then many of the relationships are predictable.
For example, a considerate climate "makes it possible for" the following
incentives to be attractive, since their presence would fit that

4
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Table 12

Significant Relationships Between Ihcentive Attractiveness
and Two Dimensions of Leadership Climate

Incentive

Pictures and names of honor
students posted ,

Helping instructor
Being liked and accepted'
Letter of merit to loved ones
Interaction with instructor

Leadership Dimension

Initiating
Consideration Structure

.30 .16

.27

.25 .21

.25 .18

.24

Receiving encouragement b
.23

Difficult, challenging work .23

Social Interaction .23 .16

Press release: hometown paper .22 .15

Set learning goals .22

Group spokesman .21. .14

Recommended as future instructor .21

Verbal praise .21

Certificate .20 .18

Honor dorm .20

Promotion .19

Pictures and names of most
improved students posted

.19 .28

Recognition for achievements .18 .25

Helping classmates .17

Teaching a class .17
.

Identity of honor students passed .16

on to next instructor
Self pacing .15

Party for top performers .29

Dorm choice .28

Same-rank students in class .23

Free phone calls ,.19

Letter of commendation .19

Relax curfew restrictions
Freedom from supervision .17

Advanced.instruction .16

Press release: base paper .14

/0
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climate: helping instructor, being liked, interaction, receiving
encouragement, setting self learning,goals, praise, helping. classmates,
and teaching a class. Similarly, a structuring climate would appear
conducive to implementing Incentives which require administrative,
structuring activity, e.g.: certificates, posting names,and pictures,
passing on identity,of honor students, dorm choice, commendatidn letter,
and so forth. However, particularly with regard to a structuring cli-
mate, some incentives may take on enhanced value because that climate
impedes or is inconsistent with their operation, or, in motivational
terms, a deprivation hypothesis may account for incentive salience.
Examples which seem to fit this alternate interpretation include rela-
tionships bptween structure and the attractiveness of: being liked and
accepted, social interaction, and freedom from instructor's supervision.

Since perceived climate is associated with the behavior of training
instructors, climate might be expected to relate differently to the
attractiveness of social incentives administered by instructors and
classmates. Table 13 presents correlations of climate with attractive-
ness determined by these.dualmcdes of administration. ,Considerate

4
instructor leadership tended to correlate more strongly with the attrac-
tiveness of instructor-delivered than peer-delivered incentives,'partic-
ulaxly with regard to: verbal praise, advanced instruction, being
treated as an individual, having suggestions implemented, getting
'explanations for orders, and recognition for achievements. This trend
was not apparent, however, for the initiating structure climate dimen-:
sion. In a few cases, instructor structuring related significantly to
peer-delivered but not to'instructor-delivered incentive attractiveness:
receiving encouragement, suggestion implementation, social interaction,
and being concerned for. Consistent with the previous alternative
interpretation, instructor's structuring may render these incentives
more attractive (and perhaps probable) when they are administered by
class members other than the instructor.

Regardless of the undetermined causal direction of these relation-
ships or the process underlying them, the predent evidence strongly
suggests that the attractiveness of potential incentives are intimately
tied to the leadership climate in which those incentives are to be
implemented., This conclusion implies a need for close scrutiny and
analysis of training situations prior to the development of social in-
centive systems.

Personal motives. The individual motives of technical trainees
were found to be predictive of their incentive preferences. Motiva-
tional characteristics of the sample are presented in Table 14. In

terms of relative motive strengths, trainees were motivated toward
affiliative, altruistic, recognition, and power goals, in that order.
Since the recognition scale was developed and originally applied to this
Air Force sample, compArisons of recognition motives of trainees And
other groups in the population are unavailable. However, the pattern of
means across the other three dimensions generally showed little devi-
ation from results obtained with previous samples of college stud6nts.

, 4o
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Table 14

Mean Trainee Scores on the Personal
' Motives Dimensions

Motive Mean s.d.

Altruism 20.51 6.67
Power 27.02 6.16
Affiliation 18.08 5.77
Recognition 23%97 6.07

Affiliation and power motives of USAF trainees and undergraduates are
similar in strength. Weaker scores on the power item dealing with the
exercise of control over people and situations (M = 10.39) than on the
other two power items'(M = 8.96, 7.71) dealing with power over activities
and decision processes weakened the overall power motive score. Item
scores within the other three dimensions were more consistent (Table 15).

Table 15

Mean Item Scores on the Personal Values Questionnaire

Item

Being active in helping others

Promoting well-being of others
Sacrificing for others

4

Dimension

Altruism

Mean

6.66
6.87

7.00

s.d.

2.47
2.46
2.68

Having a say Power 8.96 2.71
Exercising control 10.39 2.21
Inffilencing decisions 7.71 2.86

Getting along with others Affiliation 5.47 2.12
Having friends, '6.69 2.54
Being liked 5.96 2.33

Gaining acknowledgement 'Recognition 8.60 2,45
..Being respected . , 7.46 2.37
Being recognized for achievement

. N. 7.94 2.78

The measure of personal motives is ipsative in nature; that is,
high scores on some motives necessarily result in low scores on others.
As a consequence, there must exist some degree of inverse relationship
between some motives. In'the present sample, the strongest inverse
correlations were found for altruism and recognition, and for power and

42
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affiliation. Altruism and power, andaffiliation and recognition were
moderately inversely related. Altruism and, affiliation, and power and

recogniLion were independent motives (Table 16).

Relationships between motivation and incentive preferences are

shown in Tables 17 through 20. Individual recognition motives were

significantly related to preferences for 15 incentives, almost all of
which had been thought originally (see Table 1) to denote recognition
and approval. Recognition motives correlated with the attractiveness of
publicly posting the names and pictures of both "honor" and 'bast
improved" students. ,Ii is also interesting to note that recognition
motives were related to the attractiveness of a press release to one's
hometown newspaper, but not to the base paper; and to a letter of com-
kandation for the record, but not to'a letter of merit sent to loved

ones. Several specific tangible forms of individual recognition, in-
cluding ribbons, certificates, commendation letters, and display of
completed work were more attractive for trainees with stronger recogni-

tion motives.

Affiliation motives were also related to incentive'preferences.
Again the incentives involved fit the preliminary concept of affiliative,

identitive motive fulfillment, especially being liked and accepted,

being concerned for, and social interaction. The other three relation-

ships in Table 20'are interpretable in a post hoc, if not so direct way.

The relationship of affiliative motives to the attractiveness of helping

the instructor suggests that the instructor may serve as a significant

other with whom some trainees aspire to identify and affiliate on a

social level. The remaining two incentives, time off and not failing,

imply an indirect implication of time available to the trainee for

social activities and group affiliative involvement. To the extent the

trainees do passing work and have time off from training duties, they

-may have greater opportunities, to interact and affiliate with others,

within or outside their immediate classroom environment. Thus, trainees

with stronger affiliation motives value those incentives more highly.

No incentive preferences correlated positively with power motiva-

tion. However, 15 incentives were inversely related, to power motives.

Among these, some, such as social interaction, praise, being liked, etc.

could be interpreted as leveling social status differences, which might

be incotpatible with having a base from which to exercise power (at

least as defined in terms of legitimate atithority and status incongru-

encies): Unfortunately, from the viewpoint of theoretical understanding

of incentives, the attractiveness of many social incentives which were

construeted to represent social influence;,e.g., influence over class,

having suggestions implemented, choosing bases, and setting learnihg

goals, etc. was riot related to power motivation.

The strength of trainees' altruistic motives was related to the

attractiveness of helping classmates learn material. The significant

relationships of this motive to advanced instruction, diagnostic feed-

back, and challenging work incentives suggest that while the receipt of
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Table 16,

h Intercorrelations Among Personal Motives Dimensions

Altruism Power Affiliation Recognition.

Form: A B A B A B A

Altruism
Power
Affiliation
Recognition

-.29
.02

-.60

-.47
-.16
-.45

-.49
.00

'7.38
.05 -.25 -.38

Table 17

Significant Relationships Between Incentive
Preference and Altruistic Motives

Incentive Correlatidn

Help classmates ..22
Advanced instruction .18
Information: strengths/weaknesses .16
Difficult challenging work' .15
College credit for tech training -.19
Party for top performers 7.15

Table 18

Significant Relationships Between Incentive
Preference and Power Motives

Incentive Correlation

Social interaction -.29
Verbal praise -.25
Being liked and accepted -.22
Help instructor -.22
Being concerned for -.22
Time off -.21
Promotions -.19
Certificates -.19
Receiving encouragement -.18
Help classmates ,< -.17
Not failing r.16
Same-rank students in class -.16
Honor dorm -.16
Choose roommates -.16
Recognition for achievements -.15
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Table 19

Significant Relationships Between Incentive Preference
and Personal Recognition Motives

Incentive Correlation

Recognition for achievements
Pictures and names of honor students posted
Pictures and names of most-improved students posted

Certificates
Press release to hometown newspaper
Recommended as future instructor
Identity of honor-students passed on to next instiuctor

Recommended for rope
Group spokesman
Honor dorm
Reqeiving encouragement
Letter of commendation in permanent record
Display of completed work
Ribbon for outstanding,performance.
Same-rank students in class

Table 20' da

Significant Relationships Between Incentive
Preference and Affiliation Motives

Incentive Correlation

Being liked and accepted .27

Being concerned for .26

SOcial interaction .24

Time off .19

Help instructor .18

Not failing .14

4j
4 -

.28

.21.

.23

.20

.20

.19

.19

.18

.18

.16

.15



these incentives would most directly help the trainee, they might also
provide him with a basis-for, or context in which, to help his fellow
trainees, and perhaps the Air Force generally upon completion of train-
ing.

This evidence of motivation-incentive preference relationships is
of particular importance to the development of practical incentive
systems. First, it indicates systematic ways in which individual dif-
ferences can be taken into account in planning incentive systems.
Although the magnitude of relationships was not large, the motivational
variables seem to offer the best means of subgrouping the population in
terms of delineating the types of,incentives most likely to motivate
them. More meaningful relationships of motives to preferences were
evident- in this study than were associations between preferences and the
other individual and organizational variables investigated. Identifica-
tion of motive patterns of incoming trainees could then facilitate the
use of a cafeteria incentive system, where,different subgroups receive
different, valued rewards for their performance. Especially if the
incentives in the various-cafeteria "dishes" can be made equally cost
effective, the training system can feasibly reward individuals for their
effectiveness in a way that is compatible with their backgrounds and
preferences.

The second point to be noted in this context concerns the direction
of the empirical relationships between motives,and incentive preferences.
For an individual - differences -based system to work, it is assumed that
the individual difference measure predicts the preferences. Given the
present system of measuring motives in terms of attfb.ctiveness of
general life goals, it Deems reasonable to tentatively infer that the
direction involves motives leading to (partially causing) preferences_
This seems most likely in view of the presumed long-term development of
values and motives, and the measurement of attractiveness of incentives

, which the trainee may never have experienced. This conclusion concern-
ing direction of association is clearer for the motivational variables
than for the previously discussed leadership climate variables. While
many incentive preferences were related to instructor consideration and
structuring, it is plausible that the (potential) availability and
perceived value of centives may influence perceptions of climate as
it currently exis as well as climate partly determining incentive
preferences. Th is, based on the present measurement methods, and the
nature of the variables involved, we can more, confidently conclude that
motives predict incentive 'attractiveness than that leadership climate
predicts incentive attractiveness, and that preferences are related to
both of these individual and training-environment parameters.

Incentive Feasibility

In addition to the reward value of incentives, a second basic facet
of the development of effectivenesslcontingent incentive systems

involves the feasibility of administering incentives and making their
receipt contingent on training effectiveness. The present survey of
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Air Force trainees asked for two sets of contingency judgments: the

extent.to which incentives currently depend on effectiveness, and the
extent to which they could be administered contingent upon effective-
ness. The resulting mean instrumentality and feasibility estimates for
all incentives are listed in Table 21. The overall mean instrumentality
of training effectiveness for obtaining the incentives presented in
Questionnaire Form A was 3.39 on the 5-interval scale, with a standard
deviation of .96; for Form B, M = 3.29 and s.d. = .96. These' means fall

between the descriptions "being effective has nothing to do with obtain-
ing this outcome" and "being effective makes it easy to obtain this
outcome."

For ease of comparison of these results with those for incentive
attractiveness, the incentives are listed in Table 21 in their descend-

ing order of rated attractiveness. The range of current instrumentality
values was quite restricted (2.86-3.81). Only four incentived fell
below the neutral point (3.0) of the scale, such that effectiveness was
perceived as detrimental to their attainment. These incentives were:
freedom from classroom exercises, meals at NCO club, party for top per-
formers, and special seating in classrooms. These incentives were also

in the lower part of the preference distribution, ranking 54th, 55th,
58th, and 62nd, respectively, on the scale of rated attractiveness.
Incentives with highest instrumentality ratings (3.60-3.81) were the

following: college credit, being treated as an individual, promotions,
not failing, ribbon, advanced instruction, encouragement, self- pacing,
commendation letter, merit letter to loved ones, set learning goals,
help classmates, certificates,.recognition and verbal praise. All of
these incentives were in thq upper two - thirds of the rated attractive-

ness distribution. Those incentives in the upperhalf of the attractive-

ness distribution, but yhich'were low in perceived instrumentality (3.3

or lower) were: :free phone calls, reduced squadron detail, coed
classes, explanations for orders, dorm chbice, and smoking and drinking

in class. Because of the scale descriptors; e.g., n3eing.effeetive
makes it easy to obtain this outcome," higher-instrumentality incentives
can, be inferred to be performance- contingent to some degree as well as

operative i n c he current training situation, though generally to a very
slight degree, None. of the incentives could be considered as currently
deliverable. in a systematic way, since none approached, "certain" reeeipt

given effectiveness.
. . ,

Future feasibility estimates were somewhat more dispersed with a

range on the 5-point scale of 2.153:82. The mean for incentives on

Form A was 3.26 (s.d. = g96), and for incentives on Form B, M = 3.03 .

(s.d. . .20). Twenty-two incentives fell below the neutral point-(3.0)
that indicated a 50-50 chance that incentiyes could be tied to perform-

ance. Among the more feasible incentives (3.5 +) were college credit,

being treat as an individual, promotionsx not failing, ribbon, oppor-

tunity to ross-train, advanced instruction, encouragement, self- pacing,

commendation letter, letter of Merit to loved ones, °certificates, verbal

praise, and being recommended ag a future instructor. As indicated by

the listing of more instrumental and feasible incentives here, and by ,
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Tabfe 21

Mean Incentive Feasibility as Perceived by Trainees

Incentive

Instrumentality

Current

M sd

Future
Feasibility

M sd

Choice of base assignment .344 1.13 , 3.44, 1.31
College credit 3.72 1.07 3.77 1.18
Time off 3.48 1.03 3.34 1.29
Treated as individual 3.70 1.09 3.62 1.33
Phone calls 3.16 1.09 2.75 1.49
Reduced detail 3.22 1.16 2.98 1.32
Promotions 3.76 1.02 3.82 1.12
Early assignment notification 3.26 1.03 3.17 1.26
Information, civilian jobs 3.44 0,84 3.34 1.07
Coed classes 3.15 0.97 3.04 1.20
Choice of roommates 3.32 0.92 3.02 1.25
Not failing 3.81 1.21 3,71 1.25
Information, assignments 3.33 0.96 3.11 1.26
Ribbon 3.69 1.04 3.63 1.15
Opportunity, cross-train ' 3.43 0.96 3.59 1.05
Relax curfew 3.37 0.94 3.25 1.17
Advanced instruction 3.61 0.92 3.59 1.09
Order, explanation . 3.28 1.03 2.98 1.36
Encouragement 3.66 0.94 3.75 1.00
Dorm choice 3.12 0.97 2.59 1.32
Self pacing 3.60 0.97 3.53 1.12
Being liked 3.35 0 gif 3:11 1.24
Commendation. letter 3.68 0.96 3.62 1.02
Merit letter to loved ones 3.64 0.96 3.5o 1%17
Set learning goals'

,
3.60 0.94 3.43 1.08

Help classniates i

3.64 ' 0.85 3.44 111
Certificates 3.,80 1.00 3.67 1.07
Interaction, instructor 3.47 0.89 3.28 0.96
Recognition 3.69 1.00 3.49 4.16
Smoking, drinking " 3.24 1.03 3.18 1.21
Suggestions'impleMented 3.39 0.88 3.07 1.07
Information, strengths/weaknesses_ 3.30 0.98 ' 3.27 1.11
Field trips 3.22 0.96 2.96 1.15
Being concerned for 3.35 0.95 2.192 1.25
Social interaction 3.19 0.88 2.79 1.13
Press release home 3.47 0.86 3.20 1.17
Civilian clothes 3.00 OM 2.79 1.37
Eliminate involuntary cross-training 3.13 1.03 2.99 1.18
Excused from class 3.14 1.10 3.05 1.30
Verbal praise , 3.64 0.92 3.50 1.08
Social event 3.18 0.98 , 2.93 1.21
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Table 21 continued

Incentive

Current
Instrumentality

M sd

Future
Feasibility

M sd

Evaluate performance 3.20 0.95 3.03 1.14

Honor dorm 3.29 1.07 3.11f 1.23

Help instructor 3.32 0.95 3.04'. 1.13

Pictures honor students 3.38 0.85 3.23 1.12

Freedom from supervision 3.12 1.05 2,91 1.16

Influence over class 3.26 0.95 2.83 1.09

Future instructor 3.58 1.02 3.56 1.18

Same-rank students 3.06 0.72 2.60 1.14

Display of work 3.13 0.83 2.95 1.03

Press release base 3.09 0.74 2.69 1.17

Group `'spokesman 3.34 0.92 3.131 1.25

Identity honor students 3.31 0.99 3.15 1.21

Freedom from exercises 2.99 0.92 2.74 1.16

NCO meals 2.86 0.84 2.15 1.16

Pictures improved students 3.19 0.91 2.86 1.22

Challenging work 3.28 1.01 3.13 1.19

Party 2.99 0.92 2.54 1.23

Pass -fail 3.02 0.91 2.66 1.21.

Teach a class 3.20 1.13 3.23 1.19

ROpe recommendation 3.29 0.97 2.87 1.260\
Special seating 2.93 0:85 2.49 1.07
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the scatterplot provided in Appendix G, erceptions of current instru-
mentality and future feasibility were po itively related. However, the
i-eader should be cautioned about direct- omparisons from Table 21 of
mean instrumentality and feasibility ratings. Examination of the table .

reveals- generally' lower means_for future feasibility. However, differ-
ences in the two response scales,dictate different interpretations of
scores. For example, the neutral points'imply a subjective instrumen- .

,plity correlation of zero and a subjective feasibility probability of
5; the negative end-points are interpreted as instrumentality = -1.0
and feasibility = zero. The verbal interpretations of these responses
differ accordingly.

There was substantial overlap between trainees' ratings of
fedtibility and attractiveness. Correlations between rated attractive,:

eodless and feasibility,ranged from .02 to .36. Significant (p < .101)
attractiveness-feasibility relationships occurred for 43 of the 62
incentives.

Future incentive feasibility ws related, in a few instances, to
perceived classroom climate. To the 'extent that trainees' described
their instructors as more considerate on the IBDQ, they considered the
following incentives more feasible:. helping classmates, smoking and
drinking in class, setting learning goals, being treated as an indi-
vidual, certificates, having suggestions implemented, difficult chal-
lenging work, helping the instructor, social interaction, and being
concerned for. Instructors' structuring behaviors were related only to
the feasibility of parties and 'having meals at the officers' club.

'Instructor perceptions of incentive feasibility. Samples of
instructors from each of the four bases completed a surrey questionnaire
which was not as comprehensive as trainees'. Instructora were sampled .

from the same specialty areas as trainees. A total of 64 instructors
(half with Form A incentives., half with Form B) provided information on

.the future feasibility. of incentives, leadership climate; and personal
background. The feasibilitysection of the .cpaestionnaire was the same
as trainees'. The leadership climate measure involved the same items
but a different set of instructioAs. Iyhereas trainees described the
frequency of actual behaviors tkeir instructors, the instructors gave
their opinions of the extent to which they thought they should engage in-
those behaviors. This Instructor Opinio Questionnaire was adapted from
the Leadership Opinion Questionnaire ogdill and Coons, op. cit.) with
appropriate changes in wording for he, traini g instructor leadership
position. The background, informations was simi ar to that' provided by
trainees, except that instructors were queried on teaching experience
and awards and civilian vs. military status.

InstruCtor and,trainee perceptions of the extent to which incen=
.

tives could be made to depend on effectiveness are compared in Table 22.
Instructor and trainee agreement on this measure of incentive feasibility
was quite high. The rank order correlation 'coefficient between trainee
and instructor ratings was +.66, with N = 62 incentives. Generally,
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Table 22

Mean Incentive,Feasibility as Perceived by Trainees and Instructors
4- '

r Incentive

..,'

Trainees

M ,sd

,..

4 Instiuctors

M sd

Choice of -base assignment 3:44 1.31 3.62 1.10

Oollege..credit 3.77 1.18 4.00 0.78

T44.e off 3.34 1.29 2.75 1.19
Treated: as individual 3.62 1.33 4.21 1.10

Phone calls 2.75 1.49 -2.60 1.24

Reduced detail 2.98 1:32 3.29 1.20

Promotions :, 3.82 1.12 3.80 1.22

Early assignment notification 3.17 1.26 3.70 1.07

Information, civilian jobs
, 3.34- 1.07 3.58 1.07

Coed - classes 3.04 1.20 2.78 1.20

.Choice of roommates 3.02 1.25 2.96 1.00 .

Not failing 3.71 1.25 2.92 1.30

Information, assignments . 3.11 1.26 3.08 1.13

Ribbon 3.63 1.15 3.42 0.97

'Opportunity, cross - trainer 3.59 1.05 2.83 1.20

Relax curfew t % . 3.25 1.17 2.58 1.14

Advanced instruction 3.59 1.09 3.46 1.06 .10

Order explanation 2.98 1.36 3.32 1.25 ..

Encouragement .3.75 1,0a 4.08 1.02

Dorm choice 2.59 1.32 3.05 1.12

Self pacing 3.53 1.12 3.52 1.16

Being liked 3.11 1.24 3.75 0.98
Commendation letter 3.62 1.02 , 3.60 1.26

Merit letter to loved ones 3.50 1.17 3.21 1.18

Set learning goals: 3.43 1.08 3.04 1.20

Help ciassfates 3.44 1.11 3:21 0.93

Certificates 3.67 1.07 3.98 1.17

InterNction, instructor 3.28 0.95 3.79 -0.88

Recognition 3.49 1.16 4.28 0.85

Smoking, drinking 3.18 1.21 3.12 1.30

Suggestions implemented 3.07 1.07 3.28 0.85..

Information, strengths/weaknesses 3427 1.11 3.27 1.20

Field tripe > 2.96 1.15 3.10 1.10

Being concerned for 2.92 1.25 3:47 1.08

Social interaction 2.79 1.13 3.00 1.19

Press release home 3.20 -1.17 2.71 1.04

Civilian clothes 2.79 1.37 1.92 1.10

Eliminate involuntary cross - train 2.99 1.18 2.97 1.15

Excused from clads 3.05 1.30, 3.05 1.15,

Verbal, praise . 3.50 1.08 3,58 1.10

Social event 2.93 1.21 2.21 1.06

Evaluate performance 3.03 1.14 2.79 1.28



:liable 22 continued

O

.

Incentive' .

Trainees

M 8d

)

Instructors

M sd

Honor dorm 3.11 1.23 '2.58 0.97
Help instructor 3.04 1.13 3.15 1.08
Pictures honor students 3.23 1.12 2.88 1.15
Freedom from supervision 2.91 1.16 2.25 1.33
Influence over clasS- 2.83 1.09, 2.70 1.02
'Future instructor 3.56 1:18 3.2i 1.18
Same -rank students 2.60 1.14 2.92 1.29
Display of work 2.95 1.03 2.74 1.18
Press 'release base
Group spokesman

.69

3.11
1.17
1.25

3.02 ..

3.00 b.930.93
Identity honor studerits' 3.15 1.21' 3.40 1.32
Freedom from exercises 2. 4 1.16
NCO meals 2.15 1.16 2.20. 0.99
Pictures improved students 2.86 1.22 2..82 . 1.20
Challenging work 3.13 1.19 3.30 0.85
Party 2.54 1.23 2.02 1.01'
Pass,fail ' 2.:66 1.21 2.67 1.37
14.mch'a class 3.23 1.19 2.65 1.21
ROpe recommendation 2.87 1.26 3.05 1.t
Special seating 2.49 1.07 2.29' 1.2
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instructor feasibili assessments were lower than trainees' ratings.

Those incentives w einstructors' iatings were more than half a scale
unit' lower than tr ees' ratings were: time off, not failing, oppor-
..tunity to cross-tr in; relax curfew, press release to hometown paper,
wearing civilian clothes to class, social event, honor dorm, freedom
from instructor's supervision, freedom from classroom exercises, party
for top performers, and being able to teach a class. However, for some

incentives, particularly those connoting social behaviors, instructors'
feasibility ratings exceeded trainees'. Incentives for which

beingratings were half a scale unit, or more, higher were: eing

treated as an individual, being liked and accepted, interacting with
instructor, recognition for achievements, being concerned for trainees,
and early notification of base assignment. It there4ore seems that
where'feasibility discrepancies existed, instructors tended to view
classroom-activity and regulatory-administrative incentives as- leas
feasible, and interpersonally social incentives as more feasible, than
did technical trainees.'

Instructors perceptions of ideal leadership climate had g bearing
on their estimates of the feasibility of a limited number of incentives:
To the extent the instructor thought.he should be considerate, he con-
sidered extra instruction (r = .42), display of work (r = .38) and
treating people as individuals (r = .40) as more feasible, and imples,
nienting suggestions (r = -.32) end,social events'(r -.62) as less-

feasible. Normative perceptions of structuring behaviors correlated
positively with the feasibility of coeducational classes (r = .40) and
negatively with self - pacing (r = -.41) and self-evaluation (r = -.43).
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Secondary'Incentive Analysis at Lowry Air Force Base

A follow-up study was conducted during the first phase of the
research at Lowry AFB. It served the following purposes:44(1) refine-
ment and 'urther analysis of incentive characteristics; (2) examination
of'incentives and the training where an experimental incen-
tive system was most likely to be implemented; and (3) cross-base and'
training program comparisons of irwentive characteristics.

The research hlapproaCh was generally the same as that previously
reported. .QuestiOnnaires were administered to technical trainees and
instructors, and structured conversations were conducted with instruc-
tors and course adMinistrators. In this phase of the study, one train-
ing course was intensively examlned--the fundamental electronics course
in the avionics training department. Samples consisted of 161 trainees
and 38 instructors.

The content of the questionnaires differed in several respects from
those administered at the previous four bases. For both trainees and
instructors, only one form of the survey was used, since the number of
incentives studied was reduced from 62 to 27. The specific incentives
and 'their manner of selection are described in detail in the following
section. The trainees' questionnaire included four measures:

(1) Incentive attractiveness-rating method. This measure was, the
same as that included in the earlier questionnaire, theer-interval

attractiveness rating scale for the 27 incentives. Incentives were
randomly distributed on the questionnaire so as not tobe in.order of
previously determined atractiveness or feasibility.

(2) InCentive attractiveness-dollar method. The general foriat of
thi.s measure was also the same as the earlier form, except that the
meas6re was spilt into three parts, containing 9 incentives each, with
$100.to distribute among each of the threesets. Incentives were
Assigned to the three parts so as to equate the expected value, across
parts', based mean dollar values attributed to those incentives in the
study ofthe four other bases. Further, the, range of attractiveness was
equall/- represented in the three parts by systematically assigning high,
moderatt, and low attractiveness incentives to each form. Similar in-
centives (e.g., press releases to base and home papers) were tut On
different forms. The nurpbet of incentives for each distributive task
was reduced to make the task more feasible and the data more reliable.

(3).Detcription of social reinfdrcement activities. Trainees
indicated their percep ions of the extent to which social reinforcement
behaviors' actually did occur, qnd (normatively) should occur in train-

. ing.. They responded on 5-interval frequency shies (never-always) on
the."nok" and "should" dimensions for 12-behavior items. These items
represented.Aix behaviors with trainee being the agent or recipient of
the reinfdrcement (e.g., :'Someone gives encouragement to you;" and "You
give encouragement to someone else."). The other five behaviors were:

'
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being treated as an individual, praising achievements, demonstrating
liking and acceptanCe, exercising influence over what goes on in class,

and showing concern.

(4) Personal background. This modified foIm of the earlier infor-

matioh form included: (a) sex, (b) race, adding the category "Mexican-
American," (é) rank, (d) age, (e) years and months in Air Force,.
(f). current trgining course, (g) number of Weeks (instead of blocks) in
course, (h) 4aining specialty, (i) volunteer status, (j) marital.

status, (10 number of dep ndents, (1) hometown, state, and population;
and (m) education/ with a dition of the category "junior high school
(grade 8)." '

The instructors' questionnaire consisted of five measures:

(1) Incentive feasibility. Instructois responded on the previously
described 5- interval scale of the extent (chance) that,' each off' the

27 incentives could beinade to depend on trainee effectiveness.

(2)_Atiitudes toward training instructor role. This measure

involved 12 opinion statements with five response categories ranging
from "strongly agree" to "strongly disagree." The items focused on

autonomy, rewards, administration burden, commitment to incentive
systems and to experimentation in general, and job satisfaction.

(3),Instructor Opinion Questionnaire. This was the leasure of
leadership climate administered in the same way at the other four bases.

(4) Personal background. This form was Also very similar to the

earlier questionnaire with minoi adjustments in response categories. '

,(5) Instructor incentives. Instructors responded on the 7- interval

attractiveness rating scale with reference to ten potential incentives

r

they might receive for participating in training research projects. Ten

additional scales were provided for respondent-generated incentives.
The incentives which were rated by all instructors Were: freedom from

some squadron detail, time dtf (e.g., pass), fYeedom from some adminis-

trative duties, choice of teaching shift, ability to participate in a
cTitique'of the research project, certificate fOr participation, social
event, freedom from.policy changes during project; name posted as par-,
ticipant in training'researeh, and participating in decidion to continue

the, new training system.

The Lowry trainee and instructor questionnaires are included in
this report as Appendices H and I.

Incentives Analyzed in Lowry Re-Administration

of the Survey

The reduction of the original set of 62 incentives to the 27
included in the Lowry electronics training survey was based on a
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combination of five jagmental-criteria. Some of these judgments were
based on emp %rical data from the first survey; others involved group
decisions by the research team. .The five factors determining incentive
selection were: (1) incentive attractiveness, (2) agreement across
methods of attractiveness measurement, (3) feasibility estimates from
instructors and trainees,,(4) feasibility judgments of researchers and
Air Force sponsors,-and (5) incentive redundancy.

The 30 rejected incentives-and the reasons for their rejection are
displayed in AppendiX J. The 27 incentives incorporated'in the second
survey are reported in Table 23, along with a summary of their scaling
characteristics from ehe.firtt.survey. Many of the incentives were
'changed relative to their original statement, for example, "Being able
to choose the uniform xou wear to class's instead of "wearing civilian
clothes to Class," and "serving as Tr tutor in remedial instruction"
instead of "helping Classmates learn material." Thege changes in word-
ing Were intended to make them more specific and meaningful, to make
them more realistic in the military training context, to possibly,alter
the perceived attractiveness of some where wording may have decreated
their value, and to separate "compound" incentives such as "smoking and
drinking," and !itime,off" into specific behaviors or outcomes such as
smoking, drinking,'72 hour pass and 24 hour pass. In one instance, this
procedure was reversed by incorporating th ing of pictures and
names of honor, -arid most improved, student incentive, "your
picture and name..," Finally, based on its successful utilization in
recent research (Pritchard, Von Bergen,-land DeLeo, 1974), one new incen-,
tive was added; i.e., a "walker's pats," or as phrased here, "Being able
to proceed at own pace (not in formation) to and from class.", For these
changes,and additions, the original survey- data were no longer descrip-
tively'applicable, as indicated by "IVA" in the table.' The incentives
in the questionnaireiincluded some of those with low as well as high
attractiveness and feasibility ratings so as to anchor both ends of the
distributions.

An additional'six social incentives were incorporated in-this
analysis, 'but"not in the manner in which they had been considered in
the first questionnaires. Giving encom:agemebt, treating others as
individUals, recognizing others' achievements, showing liking'
acceptance, social interaction, Showing concern, and influencing the
class were reconsidered a social behavior bases upon which some incen-
tives could be, made contingent, and they were included in the'separate
measure oif'dctivityequency previolisly discussed.

To further investidate social'leadership behaviors operating in
the classroom, trainees and instructors, completed an additional ques-
tionnaire, the Leadership Behavior Form (Appendix K). This form con-
tained instructions to generate as many "critical incidents" of
leadership behavio WpoSsible, using examples of social leadership
categories and specific incidents developed by the researchers. The
six behavior categories listed above were included, as well as "helping
others solve Problems," "increasing togetherness," "initiating

d.
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Table 23

Summary Characteristics of Incentives Included
in Second Survey at Lowry AFB

Rated Instructor
Incentive Attractiveness Feasibility

Having some choice in your permanent .6.46 ,-, 3.62
- base assignment

72 hour pass N/A N/A
24 hour pass , r .N/A N/A
Free 5-minute phone call to any location 6.21 2.60
Reduced squadron details 6.09. 3.29
Promotion immediately after training 6.08 3.80
Getting information about civilian occu- 4.02 3.58

pations related to-,your specialty .

. Getting further information about your 5,89 3.08
military assignment

. Ribbon for outstanding training 5.83 3.42
performance

Getting extra advanced instruction 5.75 3.46
in%.,your specialty

Having a letter of merit sent to your 5.65 3.21
family

A certificate for class achievement '5.51
°Being.able to smoke in class N/A
Being able to drink soda pop or.coffee N/A..

in class
Talking over your strengths and weak- 5.34

nesses with your instructor
Taking i field trip to a place br other 5.32

training course of interest to you
Being able to choose the uniform you 5.17 1.92

. .wear to class

Planning and attending a social event . 5.07 2.21
. 4 off base , 0, .

Being recommendc as a future instructor 4.85 3.21.

Having your, acc plishment noted in 4.58 3.01
the base news per

Having your accomplishment noted in 5.18. 2.71
your hometown newspaper

Serving as a tutor in remedial 5.50 3.21
instruction

Having your, name and picture posted for N/A J/A
your class-achievement.

Having the identity of honor students 4.51 b 3.4o
passed to next duty instructor

+laving a choice of where you will eat 4.43 2.20
your meals

Being selected as a rope 4:18 3.05

Being allowed to proceed at awn pace N/A N/A
(not in formation) to and from class

3.98

N/A
N/A

3.t7

3.10
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friendships," "keeping a class moving toward goal accomplishment," etc.
Respondents wrote brief descriptions of positikre (favorable) and nega-
tive social leadership incidents they had observed in technical train-
ing. Results and utilization of the leadership behavior elements of the
study will be discussed in a later section of this report.



Results of Lowry Study

SaMple Characteristics

Individual characteristics of the gample of Lowry trainees are
summarized in Table 24. ,The differences between the Lowry trainees and
those sampled from the other four technical training bases were that
with the Lowry sample: (a) trainees were homogeneous with respect to
training course (electronics); (b) a greater proportion of trainees were
married (40 percent of the sample); (c) more trainees had a college
education; and (d) fewer trainees had volunteered for their training
specialty (68 percent as contrasted with 81 percent from other bises).
These'differences pan be seen by comparing the data in Tables 2 and 24.

Table 24

Characteristics of Lowry Trainee Sample (N = 16f)

Variable

Sex: Male
Female

Race: White
Black
Mexican-American

Frequency 'Percent

161
o

147
9 °
4

,Rank: Airman 144

Sergeant 15 9

Experience:

Voliunteer:

'

91
6

90

.

< 6 months

> 6 months

142
i9

Yes 109

No
as,

Marital Single
status: 'Married

Divorced

Education: High school .

Some college,
College degree

f

95

1

77
74
6

88
. .'12

- .

- 68
32

59
4o
1

48
46

4

Incentive Attractiveness and Feasibility

The major'resalts of the study of'incentive characteristics at
Lowry are presented in Table 25. This table gives the means and
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standard deviations of trainees' attractiveness assessments and
instructors' feasibility assessments, along with corresponding means
obtained in the earlier four-base study.

Among the 27 incentives, 21 of whin could be compared across

studies, seven showed differential attractiveness between Lowry and the
other bases. Three incentives were viewed as Significantly Tore attrac-
tive by Lowry,electronics trainees: promotion (t = 3.77), choice of
where to eat meals (t = 3.82), and passing honor students' identity to
next instructor (V= 3.67). Four incentives were rated as less attrac-
tive at Lowry: free phone call (t = 4.56), letter of merit to family
(t = 3.93), recommendation as future instructor (t = 2.73), and serving
as a tutor (t = 8.16). All of these differences, asdetermined by
,t tests for mean differences in large samples (N in study 1 = 200, N at
Lowry = 160), were significant beyond the .01 level of confidence.
These differences cannot be unequivocally attributed to cross-study
differences, since the samples differed in7seV'eral respects.. For

example, the greater attractiveness of promotions might be due to higher
education levels, and/or more trainees being married, and/or the nature
of their training program. Moreover,-five of these seven incentives
involved substantial changes in phrasing across survey administrations.
For example making promotions occur immediately after training may have
increased'the incentive value of promotions; specifying.a tutorial,.
service may have decreaded the attractiveness of helping classmates as
a general incentive. Of the two incentives for which wording was essen-
tially the same; one showed higheriattractiveness (passing .on honor
students' identity) and one showed lower incentive value at Lowry
( future instructor).

Five of the incentives varied in perceived feasibility across the
two studies. 7Wo'incentives were reported to be more feasibly tied to
effectiveness by Lowry instructors: field trip (t = 2.41) and noting
accomplishments in hometown papers (t = 2.30). Three incentives re-
ceived higher feasibility ratings by instructors at the otherfour
bases: free phone calls (t = 2.11), rope recommendations (t = 2.29),
and ribbons for training performance (t = 2.33). Each of these differ-,
ences, as determined by t-tests for mean differences in-small samples,
with 68 degrees of freedom (N from four bases = 32, N for Lowry = 38),
was significant at p < .05. Again, two of these changes might be
accounted for by differences in incentive wording. Field trips were
changed to include other training specialty locations as destinations,
and phone calls were specified as being to any location and of five
minutes' duration.

It shollitkalso be noted that incentive attractiveness and feasi-
bility,were not highly interrelated. The rank-order correlation coeffi-
cient between trainees' attractiveness ratings and instructors'
feasibility ratings was +:34 across the 27 incentives. With this
limited number, of incentives, it was also the case that the rating and
dollar methods of incentive value determination generatea very high
between-method agreement (rho = +.92).
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Instructor Attitudes, Incentive Feasibility,
and Instructor Incentives

In assessing' incentive feasibility, the Lowry instructors provided
further information about their job attitudes and potential incentives
for instructors. Their extent of agreement with the 12 job opinion
statements is presented in Table 26. Instructors agreed most with,
statements that incentives are likely to improve trainees' morale and
performance, that their job is satisfying, and that they like to experi-
ment with new approaches. They responded with modeiate disagreement to
statements reflecting instructor autonomy, reward possibilities, and
having too much administrative work. Among these attitude statements,
the only two which were related to instructors' overall job satisfaction
(last item) were autonomy in teaching classes (r = .39, p < .05) and
having a variety ofjob activities (r = .42, p <, .01). It is also of
interest to note that: (1) while inaructiors did not feel they had too
much administrative work (M = 2.89), they did indicate slight agreement-
with having exeetsive paperwork (M 9, 3.53); and (2) they indicated equal
degrees of belibf that incentives would favorably affect both the morale
and performance of trainees.

91Ret,

Table 26

Instructor Attitudes Toward Their Job

Opinion Statement

Teaching autonomy.

Mean

2.76

. sd

1,26
Rewards for teaching well 2.45 1.06
Variety of activities 3.10 1.03
Excessive paperwork 3.53 0.98
Incentives improve morale 4.08 0.85
Incentives impro'Ve performance 4.518 0.59
Too much administrative work 2.89 0.86
Extra time with slower students 3.18 0.80
Extra time with best-students 3.98 0'.91

Like to experiment _3.66 0.75
Instructor's job is.difficult 3.47 1.01
Instructor's job is satisfying 3.84 0.92

0

These instructor attitudes were, in_some instances, related to
their perceptions of the feasibility of typing incentives to trainees'
performance. Incentive feasibility was especially frequently related
to instructors' willingness to spend, time with slower students. To the
extent instructors were willing to spend that extra time, they judged.
the following incentives more feasible:1 certificate for achievement

'With N = 38 instructors, correlations of .31+ are signifiqant at
'V < .05, and correlations of .0 + are significant at p < .01.
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(r =- .53), recommendation as future instructor (.35), 72-hour pass (.313,
reduced squadron details (.34), selection as a rope .(.36), noting
accomplishment in base paper (.31),, posting names and pictugrs (.42),
passing on honor students' identity (.45), and noting accoOriishments'in
hometown newspaper (.33). Further attitude correlates of feasibility
included attitudes toward experimentation and incentive systems. Will-
ingness to experiment with new approaches was related to the feasibility
of ribbons for performance (r = .40). To the extent intructors thought
incentives would improve morale, they viewed the following incentives as
more feasible: reduced details (.37), ribbons (.36), talking over
strengths and weaknesses (.32), field trip (.32), and noting accomplish-
ments in home town paper (.32). The feasibility of the home town paper,
field trip, and certificate incentives also correlated with opinions
that incentives would improve performance (correlations.of .51, .41, and
.41, respectively). Trie instructors' perceived job difficulty corre-
lated inversely with the feasibility of providing trainees with extra
information regarding military assignments. The instructor's everall
satisfaction with his role was not related to incentive feasibility
judgments. inus, in general, it seems that liberal lasuluc.uol aLtfl.udes
toward trying out new training approaches, and toward possible benefi-
cial effects of incentive systems, and toward commiting their time to
slow-learning trainees are closely related to their perceptions of the
feasibility of implementing particular training incentives.

Since instructor attitudes vary and participation in research
involves some sacrifice on their part,. instructors were also queried
about potential incentives for them to participate. Table 27 lists

instructor incentives in their order of rated attractiveness. The

preference ordering shows a consistent pattern. The most attractive
incentives involved the instructor's dUty role (choice of shift and time

off). Tlilse were followed in attractiveness by incentives denOting in-

fluenc(e .&er the research project (critique, and participating in
decisibn to implement). Next in attractiveness were three incentives

involving freedom from administrative burdens. Incentives involving
individual recognition (certificates and posting participants'-names)
were lower in attractiveness, and the least attractive incentive (which

was neutral in attractiveness) was participation in a social event.

Interestingly, the degree to which instructors felt rewarded for
°effective teaching was not related to incentive attractiveness. How-
. ever, other opinion dimensions were associated with instructor, incentive

value. Perceptions of teaching autoncmy were negatively correlated with
the attractiveness of having one's name posted (r = -.45), being able
to critique the project (-.33), and receiving a certificate (-.31).
Beliefs that incentives were conducive to trainee morale and performance
were positively related to the value of certificates (r = .31 for the

morale statement, .35 for performance) and having one's name posted as a

participant (r = .45 and .47). To the extent' instructors were adminis-

tratively overworked, they j-gdged_freedom from administrative burdens to

be attractive (r = .41). A general willingness to experiment with new
ideas was a particularly interesting correlate of instructor incentives.
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Table 27

Attractiieness of _Incentives to Instructors

IncentiVe
.

Mean sd

Choice of teaching shift , 6.30 0.94

Time off (e.g., 'pass) 5.78 0.98
Critique_ research project

.
5.50 1.08

Participate in decision on new system
.

5.47 0.89
Freedm from some squadron detail 5.44 1.05
Freedom from some administrativ duties 5.35 0.95,
Freedom from policy- changes during project 5.34 1.07
Certificate for partiCipation 4.89 0.95
Name posted as participant 4.58 1.00
Social event 4.32 1.03

Such willingness was negatively correlated-with the attractiveness of
reduced instructor squadron details (r = - ..36), but positively related
to the value of participating in a critique okthe project.(r = .35)
and in the decision to implement its results Yr = .37). In other words,
those instructors open to experiimentation seem more concerned with
direct involvement in that experimentation than with personal extrinsic

. .

incentives to participate.

The value of incentives to instructors as not related to their ,
judgments that analogous incentives would be feasible for trainees.
That is, correlations between the attractiveness of reduced details for
instructors and tine feasibility of reduced details for trainees (and
similarly for passes, certificates, posting haweb, and social events)
were' negligible.

Further Feasibility Judgments

An additional subjective assessment of incentive feasibility was
obtained by asking the chief administrator of the electronics training
course to indicate, With dichotomous "yes/no" responses, whether each.of
the incentives would be administratively feasible to implement in the
training curriculum. Those incentives which were judged to encompass
a.potentially detrimental impact on the training branch were: getting
extra advanced instruction in your specialty, being able' to smoke in -

class, and being able to drink pop or coffee in class. The first incen-

tive was perceived to conflict with acceptable instructor supply and
demand ratios; the latter two incentives.would be impossible to imple-
ment in classrooms with sensitive electronics equipment.

At this point, further feasibility judgments were rendered, by the
research team, concerning the implications of implementing. the incen-
tives contingent on classroom behavior. Rather than being continuously
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available in a "token economy" system, several incentives were con-
sidered to be meaning ly deliverable only once during a training

course. These incentives were: promotion and certificate (to be
administered late in the course), some choice in ttse assignment (to be
administered early), inforMation about military assignments, information
about related civilian occupations, letter of merit, and selection as a

rope. the field trip incentive was judged to be applicSble to groups
or classes as a whole, rather than to be available to specific indi-
viduals..

4

4
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Development of Incentive Systems2

The Basic Systems

The_ development of social incentive systems emanating from the
research on charapteristiqs of incentives involved two basic cothponents,
delineating the system of incentive operation, and selecting the incen-
tives to be included in the system.

Four incentive systems were developed based on two critical
variables'which may affect the utility gf incentives: the source of
their administration and the basis on which they are awarded. The four
incentive systems can be begically described as follows: ",

System 1. Incentives are administered by the instructor
based on the individual traineets performance,

System 2. Incentives are administered by the instructorand
the class as a group based on the individual's
performance,

,System 3. Incentives are administered by the instructor to
the individual based on the performance of the
class as a group.

System 4. Incentives are administered by the instructor and
the class based on the performance of the class.

The experimental,variables incorporated in these systems; i.e.,
incentive administration and behavioral basis, were derived from pre-
vious evidence suggesting differential impacts. Our review of the
literature provided tentative indications that basing rewards on group
performance may be efficacious in view of the, intervening processe"g of
cohesivehess development and helping others reach performance standards
(Raben, et al., 1973). That review, along with present data from four
Air Force technical training bases, also suggests that trainees may
respond differentially to incentives administered by their instructor
(leader) and classmates (peer group).

Behavioral Basis of Reinforcement

The *distinction between individual- and group-performance-based
reinforcement is relatively straightforward. Rewards are administered

2
While the incentive systems proposed were not experimentally imple-
mented, they are presented in outline form for fUture investigation by
the Human Resources Laboratory. Due to several changes in approach,
the social incentives were eventually incorporated into a study of
classroom social leadership and its effects. The nature of that study
and attendant problems'will be documented in the AFHRL-TR-75-11
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based on the individual's own performance, in terms of either an
absolute cut-off score or exceeding an individually predicted target
score (based; e.g., on his aptitude test scares), or the indivldual is
rewarded based on the overall performance of his class. The proposed
systems included the absolute cut -off criterion and a minimal failure -
rate on the patt of the class. Thus, for example, a trainee could be
rewarded in proportion to the number of points he scored above 70 on a
block .(performance) .exam, so long asno more than ten percent of his
-Creissmates failed the test. To this point, the major criterion behavior
is, then, objective performance, as measured by standardized examina-
tions.

The issue of administrative Source generated the inclusion of
multiple behavior bases for' reinforcement. In addition to objective
block-exam performance, the trainee could be rewarded for his leadership
performance with a system of determining "leadership bonus points" to
supplement (but not replace) 'performance points." The varying source
of administration is operationalized in terms of whether the instructor
alone, or the instructor in concert_ with" allocates the
leadership bonus points. In their combination, a ratio of 2:1 is pre-
served between performance and leadership points, so that the former
behavior base is weighted twice as heavily in determining rewards. The

range of possible performance points 0-30 (based on test scored of

70-100). Previous data from electronics courses- indicated a mean test
score of 90. This would represent a mean of 20 performance points.
Thus, we would establish a mean of 10 leadership points for a trainee

to earn. If class, size were, for example, 10, then each student and the
instructor would distribute 100 leadership points among Class members in
amounts ranging from 0-15 points for any student. The average alloca-
tion a trainee receives from class members is then added to his
instructor - allocated points. :he average of these two scores (instruc-
tor and class) provides the final number of leadership points for
trainees operating, in the Instructor and class conditions (systems 2

and 4). ,In the other systems, only the instructor assigns leadership .

points. Finally,, if we assume the experimental systems to incorporate
the first four blocks of the course, the total number of points an
individual could earn would be 180: 30 x 4 14e0 performance Voints,

and 15 x 4 = 60 leadership points.

Since, unlike the performance points, leadership point determina-
tions involve subjective judgments, a study and experimental definition
of leadership behavior was accanplishedas part of the Phase I research

activities. The intent was to provide trainees and instructors with
behavior-observation reasons for assigning leadership status to the .

trainees. The determination of relevant leadership behaviors capital-
ized on the analysis of social incentiVei'in training and the genera-
tion, by trainees and instructors, of critical incidents of leadership
behavior.

414

Six social incentives, which had previously been considered as
potential rewards, were redesigned as social leadership bases for the
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determination of rewards and studied with the sample of Lowry electronics
trainees. Trainees indicated on 5-point scales (never-always) the fre-
quency with th which these behaviors presently occur, and ideally should
occur, in their training program. The behaviors were Illso studied with
the variation of the respondent-trainee as an initiator or recipient of
the leadership act.

Results Of this analysis are presented in Table 28. The mean
responses of trainees are indicative of several general conclusions.
(11 Social leadership behaviors are currently operative in the training
setting, some (treating people as individuals and showing liking and
acceptance) with substantial regularity. (2) Trainees believe that
social"" leadership behaviors-should occur more frequently than they cur-
rently do; this result was consistent across the six behaviors.
(3) Trainees believe, to a slightly greater extent-, that they shodld
(and do) initiate the lead4ghip acts, than that they receive the act
from someone else. It should be noted that the exercise of influence
cannot be interpreted in the usual sense of the respondent as a target,
since the questionnaire items stated that the trainee influences class
activities, or sameQne else influences those activities.

Table 28

Trainee Perceptions of the Degree of Present and Ideal Occurrence
of Leadership Behaviors, with the-Trainee as Agent

and Target of the Leadership Behavior

Behavior

Trainee as Agent

Present Ideal

M sd M sd

Trainee as Target

Present Ideal

M sd M sd

Give encouragement 2.95 0.75 3.65 "Z*.77 2.70 0.87 3.43 0.67
Treat as an
individual

4.16 0.76 4.56 0 .64 3.54 1.01 4.44 0.71

Praise. achievements 3.11 0.71 /(3.60 0.74 2.69 0.93 3.28 0.78
Show liking,
acceptance

3.65 0.67 3.84 0.77 3.43 0.70 3.54 0.71

Exercise influence 3.1610.87 3.31 0.82 2.89 0.99 3.29 6.82
Show concern 3.34 0.73 3.69 0.79 3.01 0.83 3.34 0.81

The derivation of critical leadership incidents supplemented these
categorical descriptions of classes of social behaviors and would pro-
vide instructors and trainees with exemplary objective markers for dis-
tributing.leadershily points, assuming, for the present, equal-importance
of the behavior classes in defining social- leadership. Examples of
incidenti7for the leadership behavior classes are provided in Appendix K
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of this report. They, in fact, became the basis for a-Leadership
Recognition System implemented in Phase II of the research.

Incentives Available in the Systems

Incentives for technical and leadership performance were selected
on the basis of their characteristics, as determined in their identifi-
cation and analysis, and their manipulability within the context of the
proposed systems. These issues determined the pricing of incentives in
terms of the performance/leadership points necessary to acquire them as
rewards. Considerations of incentive attractiveness, feasibility, fre-
quency of realistic receipt, and cost of implementation led to the
proposed inclusion of 18 incentives to be available in the systems'
catalogs or menus. The proposed incentives and their values are pre-
sented in.rable 29. The incentives are listed in the order of their
attractiveness as assessed by the dollar method in the study of elec-
tronics trainees at Lowry AFB. Rating-method attractiveness values Are
also presented and show a close ordinal correspondence to the dollar
values. The incentives are presented in five levels of value, as indi-
cated by the spacing between incentive clusters in the table. Within
each level, the incentives have the same behavioral-points value index-
ing their "price" or the number of exam/leadership points which must be
accumulated to receive those incentives. The price was generated by
multiplying the median, within-level, dollar value of the incentives by
two. The incentive prices are thus tied directly to their psychological
reward value to the trainee and preserve several desirable elements of
the incentive systens. First, the prices of the lower-level incentives
guarantee that virtually every trainee can be rewarded. Even without
,leadership points, scoring 78 on an exam (or averaging 72 across
Ittests) would qualify one for a reward. Second, the top-level incen-
tives are very costly in terms of both their system price and the imple-
mentation cost for the Air Force, and very few trainees are likely to
earn them. Moreover, since trainees must "stockpile" points over
blocks, they must consistently maintain high performance/leadership,
levels and must forego some lower-level incentives in the early training
blocks. Scoring 90 on all four block exams, one would halle to average
five leadership points per assessment to qualify, if he purchased no
other incentives along the way. With perfect (100) exam scores and
10 leadership points per block, if the trainee opted for one of,these
top incentives, he could purchase only one other second-level, 3 third-
level, or 5 second-level incentives. In no case could a trainee obtain
both a promotion and choice in hits base assignment. Third, half of the
incentives can be purchased only once in the system, and these "one-
shot" rewards occur at each price level. The remaining incentives in
levels 2-5 can be acquired regularly throughout the time period of the
system. ReEeipt of six of the nine one-shot incentives is also re-
served for the last training block due to their cost, or realistic
administration (of field trips, social events, certificates, and passing
honor students' identities to next instructor). Fourth, the proposed
systems incorporate incentives with motivational implications for recog-
nition, time-off and individual control, and social activities.
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The basic elements of the incentive instructional systems would
involve examining, performance and attitudes over four blocks of time
periods of the fundamental electronics course for trainees Operating in
one of the four incentive systems. Incentives would be used to rein-

. force both technical skill acquisition and the development of leadership
skills in training. Thus, the social aspect of the systems is included
both in the incentives and their behavioral contingencies. The major

emphasis is on social leadership behavior development, since such social
behaviors as "treating others as individuals" are difficult to conceptu-
alize as rewards. Rather, technical and social competence are viewed as
goals of an incentive system. The Criterion measures for evaluation
would include block exam scores, performance ratings by instructors (see
Appendix L), and measures of trainees' attitudes (Appendix M). Thee
measures are discussed in more detail in the final research report,

ARIRL-TR-75-11.

ow.
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Summary and Conclusions

As the first phase of a research program to explore incentive
systems for the development and maintenance of social and learning be-
haviors in Air Force technical training, potential rewards were identi-
fied and studied in the technical training environments of five bases.
This preliminary research was designed to determine rewards which would
function as meaningful incentives for trainees to learn quickly and
competently, and to maintain favorable attitudes toward their roles,
and which would be feasible to implement in a'behavior-contingent reward
system. ,Further,.the study examined variables associated with the
organizational enviranment and ,the participants in the system, which
might affect the utility social reinforcement.

Sixty-two potential incentives were initially identified through
discussions with training personnel, intensive literature reviews, and
idea-generation by the research staff. Data pertinent to the character-
ization of the incentives was obtained through systematic questionnaire
administrations to 463 trainees and 102 training instructors at the five
technical training bases in Texas (2), Louisiana, Illinois, and
Colorado. These administrations were phased so that initial investiga-
tion occurred at four bases, and a refined follow-up study was conducted
at the fifth-base where an experimental incentive system would later be
implemented.

The major results of the research and conclusions concerning train-
ing incentives can be summarized as follows:

(1) The perceived attractiveness or psychological reward value of
incentives varies greatly although very few are considered unattractive.
The range of variation is restricted to the,neutral-to-extremely attrac-
tive portion of the rating measurement scale. In a very general way,
the more attractive incentives were those with direct impacts on the
trainee himself and his future career and with administrative cost im-
plications. The less attractive incentives involved public recognition
and identification with superiors.

(2) Multiple methods of measuring incentive value showed substan-
tial agreement, especially when the number of incentives to be judged
was not excessive.' Anchoring attractiveness to dollar judgments of
their relative worth incentives seems a plausible measurement technique
with subsets of ten or fewer incentives being described simultaneously
by the judge;

(3) Factor analyses of incentive attractiveness ratings indicated
several dimensions or categories of incentives including recognition as
the major factor in the present set of incentives, and secondary dimen-
sions of personal freedom, self-development, social behaviors, and
information- feedback.
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(4) 'Incentive value judgments can to some degree be predicted by
assessing the characteristics of potential recipients and their training
environment and background. Particularly strong and consistent corre-
lates of incentive attractiveness included the trainees' sex, race,
marital status, and personal motives, and the leadership climate of his
innneaiate training environment. Incentives with direct implications for
social behavior reinforcement were more attractive to females. Black
trainees evidenced preferences for recognition- related incentives, while
white airmen preferred control and future career oriented rewards.
Married trainees viewed a diverse set of incentives as more attractive
than did single trainees. Incentive preference patterns were differen-
tiated by individual motives, especially recognition motives; motives to
exercise power, to affiliate, and engage in altruistic behaviors were
also related to preferences for incentives'which would facilitate
attainment of the respective motivational goals: Leadership climate
dimensions of consideration and initiation of structure were also re-
lated to preferences for many different incentives, although the basis
for these relationships might involve climate-related deprivation of
rewards which makes them salient, as well as incentive preferences being
fostered by a climate in which they would be effective motivational
stimuli.

(5) The value.of incentives depends in part upon the agent of their
administration. While several recognition-related rewards were more
highly_valued when the instructor, serves as the reinforcing-agent, the
lack of reinforcing-agent differences for other social incentives sug-
gests that peer reinforcement may be an effective delivery component of
incentive systems stressing social reinforcement.

(6) Incentive feasibility, in terms of the extent to which they
could be implemented and tied to classroom effectiveness varied,across
incentives with the majority being viewed as somewhat feasible.
Trainees' judgments of feasibility were related in many instances to
their attractiveness ratings. Instructor-student agreement on incentive
feasibility was quite high. Instructors' judgments were related to
their attitudes toward experimentation in their jobs, their willingness
to spend time with students, and their general attitudes toward incen-
tives for learning. Instructors' job attitudes were also related to
their expression of preferences for instructor incentives to participate
in research. The instructors' feasibility judgments of a Pew incentives
were also associated with their perceptions of ideal instructor be-
haviors or leadership climate.

(7) Four experimental incentive systems were proposed with vari-
ations in the basis for reward (individual or class performance) and
source of incentive administration (instructor or instructor and peer
classmates). The systems were designed to reinforce technical learning
and social leadership behaviors, and include 18 incentives priced on the
basis of their attractiveness to trainees, feasibility judgme4ts of
instructors and training staff, and cost of implementation. Comparative
evaluations of system efficacy can be made with reference to resulting
performance (examinations, time taken in training) and trainee attitudes.
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APPENDIX A

SURVEY OF-ATTITUDES AND OPINIONS OF
AIR FORCE TECHNICAL TRAINEES--FORM A

For the next period.you will be asked to complete eight (8) question-

naires contained in this booklet. The general purpose of this task is

to gather information about the opinions of people in Air Force training

programs concerning several aspects of the training environment and

themselves. This is part of a research project being conducted The

Ohio State University and sponsored by the Air Force Human Resources

Laboratory. The project, will examine the motivation of personnel and
characteristics of the training setting with the goal of establishing

high performance in, and attitudes toward technical training.-

Specific instructions are provided for each of the eight (8) parts of

this booklet. Please read theffi carefully before completing the ques-

tions in each part. If you have questions, feel free to ask the person

administering the booklet to you. This is a survey of opinions, not a

"test" of any sort with right and wrong answers. We are interested

only-in your complete and honest opinions and judgments.

Thank you for your cooperation and assistance

Michael T. Wood and

R1/4tYALIAR''l N6t-As.tHiCL:LtA,

Richard J. Klimoski
Project Directors
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A
PART II

In this part you are to consider the worth, to you, of each of several possible
outcomes of performing well in training. Imagine that you have just received$300, which is about a month's pay for an airman third-class. Now, you cannot
keep this money, but must spend if on "buying" from the lidt of outcomes below.Distribute the $300 among the outconles to indicate how much you would spend foreach, by placing an (exact) dollar amount on the fine next to each.outcome. You
may assign anywhere from 0 to 300 dollars (including zero dollars) for any part--Ocular outcome. There are only two restrictions: (r) The total numbers of dollarsyou spend on all outcomes.must

equal $300, and (2) Do not use cents or fractionsof a dollar. Check on your total when you finish. Feel free to make changes asyou go, to make the total cove out right.

Verbal praise
Ribbon for outstandinb performance
Choice of permanent base assignment
Wearing civilian clothes'to class
Opportunity to crosstritin
PreSs release to hometown newspaper
College credit for technical training
Relaxation of curfew restrictions
Co =ed Classes

Extra, advanced instruction

Time-off (additional leave time)
Pictures and names of honor students posted
Progressing through course at own pace
Additional information concerning related civilian occupations
Interaction with instructor during class
Display of completed work
Reduced squadron detail
Special seating in classrooM
Freedom from instructor's supervision
Freedom from classroom exercises
Being in honor dormitory
Being able to evaluate your own performance
Being able to help classmates learn material
Receiving encouragement

Smoking and drinking coffee and soda (pop) in class when possible
Being recommended-as a future instructor
Being able to set learning goals
Being treated as an individual
Choice of roomates

Sending letter of merit'to parents or loved ones
Being taken to some social event during duty.time
Being chosen as group Spokesman

TOTAL' Olplease check)

78
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PART VI

INSTRUCTOR BEHAVIOR DESCRIPTION

On this page is a list of items that :gay be used to describe the behavior of yourtraining instructor. YOU are not asked to evaluate whether the behavior is de-sirable, but to indicate the extent to which your instructor actually engages inthe behavior. Read each item. Decide whether your instructor (A) Always,(B) Oftcn,
(C),Occaslonz..11y, (D) Celdom, or (E) Hever acts as described by the item. Circleone of the letters following the item to show the answer you have selected.

A=Always B=Often C=Occasionally D=Seldom E=Vever

1. He puts suggestions that are made by students into operation.
. A

2. He sees to it that students are working up to their limits. . . ABCD &
3.. He makes students feel at ease when talking with him ADCDE
4. He insists that students follow standard ways of doing thingu in

every detail ADtDE
5. He is friendly and, can be easily approached.

. ADCDC
6. He emphasizes meeting of deadlines ABCDC
7. He is milling to make changes

0 . . .ABCDC
8. He talks about how much should be done ,ABCDE
9. He stresses the importance of high morale among students. . . t D E

10. He criticizes poor classwork A B C D C

11. He refuses to explain his actions .ABCDE

12.' He rules with an iron hand , ABCDE,
13. He sees thatastddent is rewarded for effective performance . AbCDE
14. He insists that he be informed on decisions made by students ABCDE
15. He is easy to understand ..-s As .ADCDE
16. He emphasizes the quantity 'of student accomplishments 0- A I3 C D E

17. He expresses. appreciation when one of us-performs well ABCDE
18. He "needles" students-for greater e_f,f ort . . 4 OOOOOOO A 11CDE0

19. He changer students tasks without talking it over with them. . .ABCDE
20. He asks for sacrificovfrom studentsfor good of entire class. AECDF
21: He'refun s to give in when studcgts disagree With him ADCDE'
22.. He tries out his new ideas ABCDE
23. He tries to keep students in good standing with those in higher

authority Ancpr
24. He eticourages overtire study ADCDE

84
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PART VII
PERSOUAL VALUES QUESTIONNAIRE

This questionnaire involves statements which express what may be considered as
valued, or attractive, outeores in life, which individuals are motivated to attain.
These staterents arc arranetcr in eroups of 4. You are to decide for each croup,
the order of the statements as to their relative attractiveness for you. That is,
you are to indicate the extent to which you feel motivated to obtain the state
described by each statement. Within each group of 4, write a '1" in the space yin
front of the most ittractivestaeement to you, a "2" in the space for the second
mast attractive, a,"3" for the third most attractive statement, and a "4" for the
statement in the group of the least attractiveness to you. Interpret the meaning
of each statement for Yourself; do not worry over the fact that other people may
give it different meanings. Indicate a complete rank order for the staterents in
each groue. If you hive trouble deciding the order of two statements, make the
best guess you can. Consider each group of statements separately from every
other group.

1. _Being active in helping other people
Having a say in howz things arc done
Getting along well with other people
Being recognized for my achievements

2. Getting along well with other people
Being looked up to and respected by others

:Promoting the well-being of other people
Exercising control over people, events and situatiOnsr.

3. Exercising control over people, events and situations
Having many personal friends
Being active in helping other people
Gaining acknowledgment for my successes in life

4. Promoting the well-being of other people
Gaining ackeoledgment for my successes in life---
Being liked and accepted by other people °

Havint3 a say in how things are done

5. Having many personal friends
Making sacrifices for the good of others.
Having a say in hou things are done
Being looked up to-and respected by others

6. Prozhoting the well-being of other people
Being recognized for my achievements

--Having enflucnce over decisions and events that concern me
Having many personal friends

7. Gaining acknowledgment for my successes in life
Getting along veil with other people
Making sacrifices for the good of others
Having influence over decisions and events that concern re

8. Being recognized for my achievements
Making sacrifices for the good of others

-7Ceino liked and accepted by other people
Exercising control over people, events and situations

19. Having influence over decisions and events that concern re
Being likc4 and accepted by other people
Being looked up to and respected by others
Doing active in helping other people

r
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PART VIII

Finally, 9e would like some personal-background
information about you. Please

answer each of the following qUistions. All information you have provided willbe held in strict confidence. Only the Ohio State researchers will analyze'th
responses and no individual can be identified in statistical summaries presenin the research reports. Thank you fof your cooperation in completing these
questionnaires.

1. Your name

2. Your sex (circle one) : Hale Female,

3. Your age

4. Your race (circle one) t Black Vhite Other (please specify)

5. Your military rank

6. How many years have- you bee n the Air Force?

7. Are you in the regular U.S. Air Force? Yes No
Ii "no", with what service branch are you affiliated?

8. Shat is your current specialty area in technical training?
a. that course are ye presently taking?
b. In which blOck of the course are you now?

9. Did you volunteer for this training specialty? Yes No

10. What training specialty would you ideally like to be in?

.11. Do you have any additional specialties from previous training?
Yes (Specify) Ho

12. What is your marital status? Single , Harried Divorced Widowed

13. How many dependents (including wife and children) do you have?

14. What is your previous education (check the highest level attained)
High School

Some college
College Degree (In what field?
graduate Degree (In what field?

f.
15. Are you a rope or a class assistant? 4

4r\16. What other military honors or distinctions clorou

Any Comments on These Questionnaires (Write Below - Optional)

e

I

4



APPENDIX B

SURVEY OF ATTIT"DES AND OPINIONS OF
AIR FORCE TECHNICAL TRAINEESFORM B

For-the next period you will be asked to complete eight (8) qu'estion-
naires contained in this booklet. The general purpose of this task is
to gather information about the opinions of people in Air Force training
programs concerning several`VSPects of the training environment and
themselves. This 4 part of a research project being conducted by The
Ohio State University and sponsored.by the Air Force Human Resources
Laboratory. The project will examine the motivation of personnel and
characteristics of the training setting with the goal of establishing
high performance in, and attitudes toward technical training.'

Specific instructions are provided for each of the eight (8) parts of
this booklet. Please read them carefully before completing the ques-
tions in each part. If you have questions, feel free to ask the person
administering the booklet to you. This is a survey of opinions, not a
"test" of any sort with right and wrong answers. We are interested only
in your complete and honest opiniOns and judgments.

Thank you for your cooperation and a4sistance.

/71 Wes ,'
nichael T. Wood and

.Richard J. Klimoski
Project Directors

.
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B PART II

In this part you are to consider the worth, to you, of each of several possible
outcomes ef performing yell in training. Imagine that you have just received
$300, which is about a month's pay for an airman third-class. now, you cannot
keep thip money, but must spend it on "buying" from the list of ourcomes below.
Distribute the $300 among the outcomes to indicate how much you would spend.for
each, by placing an (exact) dollar .amount on the line next toeach outcome. You
may assign anywhere from 0 to 300 dollars (inclIading zero dollars) for any part-
icular outcome. There are only two restrictions: (1) The total numbers of dollars
you spend on all outcomes must equal $300, and (2) Donot use cents or fractions
of a dollar. Check on your total when you finish. Feel free to make changes as
you go, to make the total come out right.

Promotions

Certificates or diplomas
. Eliminating involuntary cross-training

Being excused from classroom training based on exams
Letter of commendation in permanent records
Being in a classroom with students of the same rank
Free telephone calls home

Additional information concerning military assignments
Field trips to location of training specialty
Identity of honor students passed on to next block'instructor
Early notification of permanent base assignments
Party for top pet.:ormers

Influence over class routine
Eliminating numerical or letter grades and baying pass-fail
Baying your suggestions implemented
Receiving more difficult and challenging work
Press releases to base newspaper
Pictures and names of most improved students posted
Specific information about your strengths and weaknesses
Receiving an explanation for orders
Being recognized for achievements
'Being liked and accepted
Choice of dormitory
Being'able to help the instructor
Social interaction
Being concerned for
Not failing
Being recommended for a "rope"

Being allowed to take meals at NCO club
able to teach a class

TOTAL (Please cheek)

9
90
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PACT VI
USTI, =OR BEHAVIOR DESCIIIPTION

On this page is a list of itEr that may be used'to describe the behavior of your
'training instructor. You arc not asked to evaluate whether the behavior is de-
sirable, but to indicate the,extent to %:hich your instructor actually engages in
the behavior. Read each item. Decide whether your instructor (A) P.lways.,(B) Often,
(C) Occasionally, (0) Seldom_, or (C) Bever acts as described by the item, Circle
one of the five letters following the item to show the answer you have so1r-cted.

A=Arways B=Often C=Occa: ibnally D=Seldom E=Ilever

1..) He puts suggestions that are made by students into operation. ABCDE"
2. He sees to it that students are 'working up to their limits. .A 8 C AD E

3. Ilemakes students feel at ease whe- n talking wiOt, him A B C D E

4. He insists that students follow standarrl way° tot Anima +hi,-.3e- in

every detail a 11 nn E

6. He is friendly and can be easily approached A B C u F.

6. He emphasizes meeting of deadlines ABCDE

7. Ile is willing to make changes. . . . . . A B.C.D E

8. He talks about hot; much should be done ABCDE

9. He stresses the importance of high morale among students. . A B C D E

10. He criticizes4poor classwork ABCDE

11. lie reffisel to explain his actions A B C D C

12. He rules with an iron hand A BIC D

13. He sees that a student is rewarded for effective performance. A B C D E

14. He in'sists that he be informed on decisions made by students. A B C D E

15. He is easy to understand ABCDE

16.' He emphasizes the quantity of student accomplishments A B C D E

17.7 Ile, expresses appreciation when one of us performs well 'ABCDE

in. IT "needles" students-for greater effort TBCDE

19. Ho chnnuoc etw ants tasks without talking it over with them. .:ABCDE

20. He asks for sacrifiroc from ctudonts for good 'of entire class. .A13 C D C

21. Ile refuses to give in when students disagree with him ABC DEC'

22. Ile' tries out his new ideas A B C
/
,D

2B. Ile tries to keep students in good 'standing with those in higher
authority Apcnr.

24. Ile -encourzoes overtire study BCDE

10J'
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PART VII
PERSONAL VALUES QUESTIONNAIRE

This questionnaire involves statements which exnress what may be considered as .

valued, or attractive, outcomes in life, which individuals are motivated to attain.
These statements are arranged in groups of 4. You are to decide for each group,
the order of the statements as tel their relative attractiveness for vou. That is,
you are to indicate the extent to which you feel motivated to otta3n the state
described by each statement. ::ithin each group of 4, write a '1" in the space in
front of the most attractive staterett to you, a "2" in the space for the second
most attractive, a "3' for the third'most attractive 6tatement, and a "4" for the
statement in the group of the least attractiveness to you. Interpret the mcaning
of each statement for yourself; do not worry over` he fact that other people ray
give it different neaning;. Indicate a complete rank order for the stator eats in
each group. If you have trouble deciding the order of 'two statements, make the
best guess you caan. Consider each group of statements separately from every
other group.

)1. Being active in helping other people
Having a say in how"thkngs are done
Cetting along well with other poonle
Being recognized for my achievements

2. Getting along well with other people
Being looked up to and respected by others
Promoting the well-being of other people
Exercising control over people, events and situations

3. Exercising control over people, events and situations
Having many personal friends
Being active in helping other people
Gaining acknowledgment for my successes in life

4. Promoting the well-being of other people
Gaining acknowledgment for my successes in life
Being liked and accdi)ted by other people
Having a say in how things are done

5. Having many personal friends
Making sacrifices for the good of others
Having a say in how things are done
Being looked up to and respgcted by others

6. Protheting the wellbeing of other people
Being recognized for my achievements
Having influence over decisions and events that concern we-----
Having many personal friends

7. Gaining acknowledgment for my successes in life
Getting along well with other people
Making sacrifices for th6 good of others
Having influence over decisions and events that concern me

8. Peing recognized for my achicvemen)s
raking sacrifices for the good of others
Being liked and accepted by other people---
Exercising control over people, events and situations

9. Having influence over decisions anti events that concern re
1,e; rig liked and accepted by other people

Being looked vp to an,3 respected by others---
Being active in helping other jicople

1_01
,971



PART VIII

Finally, we would like some personal. background information about you. Please

answer each of the following questions. All information you have provided will
be held in strict confidence. Only the Ohio State researchers will analyze the
responses and no individual can be identified in statistical summaries presented
in the research reports. Thank you for your cooperation in completing these

questionnaires.

;

1. Your name

2. Your sex (circle one) : Hale Female

3. Your age

4. Your race (circle one) Black *..'bite Other (please specify)
o,

5. Your military rank

6. How-many years have you been in the Air Force?

7. Are you in the regular U.S. Ai/ Force? Yes No

If "no", with what service branch are you affiliated?

8. What is your current specialty area in technical training?
a. What course are yo preiently taking?
b. In which block of the course are you now?

9. Did you volUnteer for this training specialty? Yes No

10. What training specialty would you ideally life to be in?

11. Do you have, any additional specialties from previous training?

Yes (Specify) No

12. What is your marital status? Single Harried Divorced Widowed

13. How many dependents (including wife and children) do you have?

14. What is your previous education (check the highest level attained) 7

High School
Some college
College 'Degree (In what field? ,

Graduate Degree (In what .field? 6 ''

15. Are you a rope or a class 'assistant?

16. What other military honors or distinctions do you have?

Any Comments on These Questionnaires Write Below - Optional)

98
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'APPENDIX C

SURVEY OF ATTITUDES AND OPINIONS OF

AIR FORCE TECHNICAL,INSTRUCTORS7-FORM A

Researchers from The Ohio State University in conjunction with the Air
Force Human Resources Laboratory ai-e,Onducting a project which will
examine the motivation of personnel an the characteristics of the Air
Force Training setting with the goal o establishing high performance
in and attitudes toward technical trai ing. The major effort of the
project will involve gathering information and opinions from trainees
in various,technical programs. However, because you, the instructor,
are a key person in the training environment, we would like your judg-
menti and opinions of the training situation.

We would like you to complete the questionnaires contained in this
booklet. Specific instructions are proVided for each part. If you
have any questions feel free to ask the person administering the booklet
to you. This is a survey of opinions, not a test of any sort .where
there are right or wrong answers. We are interested only in your com-
plete and honest opinions and judgments.

Thank you for your cooperation .and assistance.

Michael T. Vood and

P ' f)

s ) / I I iv, ,- ..).,-'\ i -: A r r,f, ,
Richard J. Klimoski
PToject Directors
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PART II
INSTRUCTOR OPINION QUESTIONNAIRE

On tlie.following page is a, list of items that nay be used to describe your attitudes
and opinions of specific behavior that you,ean instructor, may exhibit in the train-
'ng situation. You are to indicate how often you think you should engage in each
f the behaviors listed. Read each item and circle tne letter that best reflects

our opinion. Decide whether you think you should (A) Always, (D) Often, (C) Occa-

sionally, (D) Seldom, or (E) Never act as described by the item.
414V-,

A=Always 130ften C=OccasiOnally D=Seldom Er.Never.

1. Put suggestions that arc made by students into operation. . . .ABCDE

2. See to it that students are'working up to their
,

limits. . . . . . A n'c D E

3. Make students feel at ease when talking with you At' C D E

4. Insist that students follow standard ways of doing things in
every detail ABCDE

5, Be friendly and can be easily approached A D C D E

6. Emphasize meeting of deadlines A B C D E

7. Be willing to make changes A B C D E

8. Talk about how much should be done A B C D E

9. Stress the ihportance of high morale among students .. . A B C D E

10. Criticize poor classwork AtCDE

11. Refuse to explain your actions . . . A B C D E.

12. Rule with an iron hand ABCDE

13. See thaer,a student is rewarded for effective performance. . .e.ABCD E'

14. Insist that you be inform3d on decisions made by students. . . .,ADCDE

15. Be easy to understand ABCDE,

lq.. Emphasize the quantity of student acccmplishments A B C D E

17. Express appreciation when a student performs well A B C D E

la. "Needle students for greater effort A B C D E

Change students tasks without first talking it over with them. . .ABCDE

20. Ask fo sacrifices from students for good of entire class. .1.. A B C D E

/
21. Refuse to give in when students disagree with you ... . A B C D E

22. Try/out your new ide-ts AIODE

23. Try to keep students in good standing with those in higher
authority ADCDE

24./ Encourage overtime study ABCDE

-1:02

1 0 0



PART -III

Finally, we would like some personal background inforAation,about you. Please
answer each of the following auestions. All information you have provided will
be held in strict confioaee. Only the Ohio State researchers will analyze the
responses and no individual can be identified in statist'cal summaries presented
in the research reports. Thank you for roux cooperation' in completing these
guestionnaas.

1.

2. Your sex (Circle one) Male Female

3. Your age

'4
4. YoUr race (Circle one) Black 1;hite Other (Please snecify)

5. Status: Civiliam If civilian, were you ever in the military . If

were you a technilcal instructor

f yes, what waEi -Yeur highe_st sank
Military I-f military,. what is your rank

6. How many.years have you been in the Air force?
How many years have you been tcachinc

7. What is your current specialty area in teChnical training7
a. what is the course you gre presently teaching

b. Block(s) presently teachincl, -

A

8. Wnat teaching specialty would, you ideally like to be in?
4

9. that are other specialties you have taught?

10. What is your marital status? Single Married Divorced Wiaowed

lls Now many dependents (including wife-and children) do you have?

12. What is your previous education (check the highest level attained)
High School
Some college
College Degree In what field
Graduate Degree In what field

13. Have you ever been given an award or specifically commended for your
teaching?

Any corl.kntr f.m_lhe=:e Questionnaires (Write Below - Optional)

4.0

.44



APPENDIX D

SURVEY OF ATTITUDES AND OPINIONS OF
AIR FORCE TECHNICAL INSTRUCTORS--FORM B

Researchers from The Ohio State University in conjunction with the Air
Force Human Resources Laboratory arp conducting a project which will
examine the motivation of personnel and the characteristics of the Air
Force Training setting with the goal ofrestablishing high performance
in and attitudes toward technical training. The major effort of the
project will involve gathering information and opinions from trainees
in various technical programs. However, because you, the instructor,
are a key person in the training environment, we would like your judg-
ments.and opinions of the training situation.

We would like you to complete the questionnaires contained in this
booklet. Specific instructions .re provided for each part. If.you
have any questions feel free to ask the person administering the booklet
to you. This is a survey of opiniqns, not a test of any sort' where
there are right or wrong answers. We are interested only in your com-
plete and honest opinions and judgments.

Thank you for your cooperation and assistance.

/r/ rfrjou4
Michael T. Wood and

Richard J. 1: imoski
Project Directors
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PART II
INSTRUCTOR OPINION QUESTIONNAIRE

On the following page is a list of items that may be used to describe your attitudes

and opinions of specific behavior that you, an instructor, may exhibit in the train

ing situation. You are to indicate how often you think you should engage ideach

of the behaviors listed. Read each iteri and circle the letter that best reflects

your opinion. Decide whether Nou think you should (A) Always,- (B) Often, (C) Occa:-

sionall Yr (D) Seldom, or (E) Never act as described by the item.

A=Always D=Often C=Occasionally D=Seldom- E=Never

1. Put suggestions that are made by students into operation ABCDE

2. See to it that students are working up to their limits ADCDE

3. Make students feel at ease when talking with you ABCDE

4. Insist that students follow standard ways of doing things in

every detail. ABCDE.

5. Be friendly and can be easily approached ABCDE

6. Emphasize meeting of deadlines' ABCDE

7. Be willing to make changes A B C SE

8. Talk about how much should be done ABCDE

9. Stress the importance of high morale among students ABCDE

10. Criticize poor classuork ABCDE

11. Refuse to explain your actions ABCDE

12. Rule with an iron hand ABCDE

13. See that a student is rewarded for effective performance ADCDE

14. Insist.that you be informed on decisions made by students. . . . A D C D E

15. Be.easy to understand A B.0 D E

16. Emphasize the quantity of student accomplishments ABCDE

17. Express appreciation when a student performs well. ABCDE

la. "Needle" students .for greater effort ABCDE

19. Change students tasks without first talking it over with them. . .ABCDE

20. Ask for sacrifices from students for goad of entire class. . . . ABCDE

21. Refuse to give in when students d.isagree with you A B C.D E
ti

22. Try out your new ideas A 11 C D. E

23. Try to keep students in eoed standing with those in'higher

authority r A B C D 1

24. Encourage overtime study ABCDE
107
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PART III

Finally, we would like some personal background information about you. Please
answer each of the following questions. All information you have provided will
be held in strict confidence. Only the Ohio state researchers will analyze bile
responses and no individual can be identified in statistical summaries presented
in the iesearch reports. Thank you for your cooperation in completing these
questionnaires.

1 ..cl1aauxnis.r...a

2. Your sex (Circle one) Pale Female

3. Your age

4. Your race (Circle one) .Black White Other OPlease specify)

5. Status: Civilian If civilian, were you over in the military . If

es; %ere you a technical instructor

6

If yes, what was your highest rank
Military If 'military,- wht is your rank

6. How many years have you been in the Air Foxec?
How many years have you been teaching

7. What is your current specialty area in technical training";
a. What is the course you are presently teaching

b. DlOck(s) presently teaching

8. that teaching snecialty would you ideally like to be in?

9. What are other spepialties you have taught?

10. What is your marital status? SiRgle- Married Divorced Widowed

11. How many dependents (including wife and children) do you have?

ol

12. WhAt is your previous education (check the highe,;t level attained)
High School
Some college
College Degree In :hat field

Graduate Degree In)what field

13. Have you ever been given an award or specifically commended for your
teaching?

Any Convents on These Questionnaires (Write Below - Optional)

108
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APPENDIX F _)

AGREEMENT CORRELATIONS BETWEEN RATING AND DOLLAR METHODS
OF ASSESSING INCENTIVE ATTRACTIVENESS

Incentive Correlation Rating Dortar-

$ Verbal praise .12 21 . 7
Choice of base .10 19 16
Opportunity to cross-train .?3 1 15.
College credit .27 3 4
Coed classes .25 3 14
Time off .22 11 8
Self pacing .23 5 18
Interaction with instructor .03 31 31
Reduced squadron detail .16 17 23
Freedom from supervision .19 10 23.
Honor dorm .34 14 0
Help classmates .27 10 1
Smoking and drinking in class .27 0 19
Ribbori ' .20 16 1
Civilian clothes .35 0, 4
Press release hometown paper .24 12 1
Relax curfew .13 i 27 24
Advanced instruction .00 31 ,. 31

Pictures honor students .30 7 0
Information, civilian jobs .18 12 22
Display completed work .03 31 31
Special seating in class .20 14 14

Freedom from classAdkercises .20
i

7 22
Evaluate own performance .19 19 22
Receiving encouragement .18 21 17
Choice of roommates .19 17 20
Future instructor .26 7 13
get learning goali'' .10 27 24
Treated as an individual .19 18 15
Letter of merit to loved ones .21 16 15
Social event .14 20 19

spokesman .23 10 18,Group

Promotions .27 2 ' 0
Certificates .31 6 0
Eliminate involuntary cross-train .20 5 0
Excused from class based on exam .32 0 0
Letter of-commendation .21 20 0
Same rank students .08 25 4
Phone calls .22 10 0,
Information, military assignments .17 ,- 24 3
Field trips .32 2 0
Identity of honor students passed on .24 13 1
Early assignment notification .13 25 5.

Party for top performers .17 17 0
Influence over claps .22 6 2
Pant -fail grades .22 0 0
Having suggestions imOlemented .13 22 5
Challejigine work .37 - 0 0
Press re3ease bane paper .23 18 `--% 1
flOmv:s improwdstudents .10 24 9

-



r.

Incentive Correlation Rating Dollar

Information, strengths/weaknesses .18 9 3
Explanation for orders .27 3 0
Recognition .16 26 3
Being liked and accepted _ . .18 21 1
Dorm choice .32 ? 0
Help instructor .26 12 1
Social interaction .19 17" 1
Being concerned for .21 14 0
Not failing .20 9 0
Recommended for rope .35 0 0
NCO meals .24 . 8 0
Teach a class A' 5 0

Note: The rating and dollar columns refer to the number of within-method
correlations that were higher than the between methods correlation foe,that
incentive. Higher numbers indicate lower construct validity.

2

r
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APPENDIX G

FACTOR ANALYSES OF-INCENTIVE ATTRACTIVENESS RATINGS

Table G,-1

- Factor Matrix for Form A Incentives

Factors

Incentive I II III IV V VI VII VIII

4. Verbal Praise, 4P3

. Choice base assort 40

6. Cross-train _

7. College credit ,

.
85

8. Co-ed.classes 34

9. Time-off 40

10.- Progress own pace 74
11. Interaction with instructor -67

12. Reduced detail 34 47

13. Freedom superVision
14. Honor dorms 42

15. Help classmates 36

16. Smoking, coffee 39
17. RibbOns . 514 .

18. Civilian Clothes . 54

19. Press release home 63

20. Curfew 48

21. Advanced instruction . 46

22. Honor picture 47 36 .

23. InforMation, civil jobs 42

24. Display work 1111

25. Seating 61

26. Freedom exercises 64

27. Evaluate own perf , 141

28. Receive encouragement
29. Choice of roommates

55
la

41

30. Future instructor 42

31. Set learning goals 64

32. Treated individual 53

33. Letter of merit 84

34. Social event
35. Group spokesman 84

ix

51
58

Note: Loadings less than .40 are omitted, as are decimal points.
Means and standard deviations for the incentive attractiveness ratings
are shown in Table 3 in the text.-

a



Table G -2

Factor Matrix for Form B Incentives

Incentive

4. Promotion

I II III IV

Factors

V VI VII VIII XI

5. Certificates 45
-35

6; Eliminate cross-trai4ng,
45

7. Excused from class 66
Letter commendation 36
Same rank class 40 37

10. Free phone calls home
11. Info, military jobs 71
12. Field trips
13. Honor identity 68
14. Permanent base 49
15. Party, top perf. 39
16. Influence class' 71
17. Pass-fail grades 52
18. Suggestions 32 36
19. Challenging work 52
20. Press release, base 45 32
21. Improved pictures 79
22, Info, strengths 34
23. Explanation for orders 55
24. Recognition for achieve 58 35
25. Liked and accepted 48^ 52

26. Choice of dorm
27. 'Help instructor , 41
28. Social interaction '73

29. Being concerned for ' 68
30 Not failing
31. Recommended for "rope" , 50

32., Meals at NCO club 60
33 Teach a class 69

Note: Loadings less than .40 are omitted, as are decimal points. See
Table 3 for means and standard deviations.
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APPENDIX H

AIR FORCE TECHNICAL STUDENTS' ATTITUDES
AND OPINIONS: 'AWRY SURVEY

This set of questionnaires asks for your opinions on several
topics concerning your life in Air Force technical training., This
information is being collected as part of a study which is'examining
various ways of improving the training situation in technical school.
The Study is being conducted by researchers at The Ohio State University'
and is sponsored by the Air 'Force Human Resources Laboratory. Please

read the instructions carefully before doing each part. This informa-

. tion.will be confidential and seen only by the Ohio State research

staff. It is also anonymous, and individuals will not be identiQied in
statistical summaries of the data. Thank you for your cooperation.
Turn the page andebggin. If you have questions about what is wanted,
ask the person administering these forms.

Milton D. Hakel
Michael T..Wood
Richard J. Klimoski

Project Directors
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Partfre.

In this part you are to consider the worth, to you, of several possible outcomes

of performing well in training. Imagine that you have just received $100, which

is about a third of a month's airman's pay. Now, you ca not keep this money,
but must spend it on "buying" from the list .of outcomes below. Distribute the

$100 among the outcomes to indicate how much you would spend for each, by placing

an, (emet) dollar amount on the line next to each outcome. You may assign any-

where from 0 to 100 dollars for any particular outcome. There are only two

restrictions: (1) the total number of doll4rs you spend on all outcomes must

equal $100, and (2) do not use cents or,fractions of.a dollar. Check your total

when you finish. Feel free td*make changes as you go, to make the total come
out right.

Ie

Dollars Outcome

Promotion immediately aftei training

Having a choice of where you will eat your meals

72-hour pass

Having ;our accomplishment noted in the base newspaper

Having the identity of honor students passed to next duty,

instructor

Reduced squadron details

Serving as a tutor in remedial instruction-

Being able to smoke in class

Taking a "field trip" to a place or other training course

of interest to you

,100 Total dollars spent



0

Assure you have another $100. Please do the same thing you did on the
last page, and distribute this $100 among the following outcomes.

Dollars Outcome

Having some choice in your permanent base assignment

Being selected as a "rope"

Talking over your strengths and weaknesses with your
instructor

Planning and attending a social event off base

Having your accomplishment noted in your hometown newspaper

Getting'extra advanced instruction in your specialty

Having your name And picture posted for your class
achievement

Bding able to choose the unifoim you wear to class

Ribbon for outstanding training performance

100 Total dollars spent

124 .
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Part IIc

Assume you have another $100. Please do the same thing you did on the last
tl'oo pages, and distrilpte this $100 among the following outcomes.

Dollars Outcomes

Fre4 e 5-minute phone call to any location

Being able to proceed at CNM pace (not in formatiOn) to and

from classes

100

'N

Getting further information about your military assignment

Being able to drink soda (pop) or coffee in class

24hour pass A

A certificate 'or class achievement

Being recommended as a future instructor

Getting information about civilian occupations!related to

your specialty

Having a letter of merit sent to your family..;

Total dollars spent

121
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Listed below are some activities that might take place in a training class
room. For each activity, you are to indicate two things: (1) Place an X
in'one of the five spaciis on the first line to indicate how frequently this
activity presentlyoccurs in your class. Cheek "Always,1 "Often," "Occasiohal
ly; "Seldom," or "Never.1! (2) Place an X in one of the five spaces on
the second line for each activity to indicate how frequently you think this
activity should occur. Check whether it should occur "Always," "Often,"
"Occasionally," "Seldom," or "Never."

1. Someone gives encouragement to you.

Nov:

AlwAys Often Occasionally Seldom Never

.

Should: I I I I

Always Often OCcasionally Seldom never
. ' .

.
2. You give encouragement to someone else.

Now:

Always Often Occasionally Seldom Never

Should:

Always Often

ft

Occasionally

3. Someone treats you as an individual.

Seldom Never

Now:
I I

,
I

Always Often Occasionally Seldom Never

Should:,
I I I I

%Always Often Occasionally Seldom Never

4. You treat someone else as an individual.,

Now: .1
I . I I

Always Often 'Occasionally Seldom Never

Shodld:
Alwaya Of

I I

Occasionally Seldom Never

5. Someone poises your achievements. to

4

I
-Now:

I t

1

Always e t
Often Occasionally Seldom Never

Should:
I I &

1.

I

- Always -' Often Occasionally Seldom Never

a
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PartIIIcontimued

6. You praise someone else'a achievements.

Now:

Always
I I

Often Occasionally Seldoli fever

Should:
I

Always Often
1

Occasionally Seldom Never

T. Someone demonstrates that he, likes and accepts ypu.

'Now:
I I I .

1
1

Always Often Occasionally Seldom ' Never

Shopld:
I I _L I

Always Often Occasionally SeldoM Ne".*er7-
.

87 You show someone else that you *like and accept him (her).

Now:

Should:

Always Often Occasionally Seldom Never

Always, Often Occasionally Seldom Never
., .

9. You exercise some influence over what goes on in class.

.
Now:

I I I I

Always Often' Occasionally Seldom Never

Should:

Always Often a Occasionally Seldom Never

,
10. Another class member exercises some influence over what goes on in class.

I I I I

Always Often Occasionally Seldom Never

Should:
I I I I

Always Often Occasionally eldom Never

11. Someone shows concern for you.

Now: , I I I _l____.__
Always Often Occasionally Seldom Never

Should:
I I I I

Always Often Occasionally Seldom Never

12.* You show concern for someone else.

Now:

Always Often Occasionally Seldom Never

Should:
Always Often Occasionally Seldom Never

12
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Einall-y-_-wouldsorno-perssonal-Amekgrotuld-infermationabout-ye-
answor each of the following questions. All ,information will be held in confidence.
Po individual can be identified in statistical summaries presented in the research
:eports. Thank you for your cooperation in completing these questionnaires.

Sex (circle one): Male Female

Race (circle one): Black White Mexican-American Other (specify)

Age

Military rank,

Years in the Air Force (if less than 1 year, give months) Yr. No 4.% ,

Your current training course (name):

Humber of weeks you have been in this course:

What is your training specialty? That is, what courses will you take after this
one or have you taken?

Did you volunteer for this specialty? Yes No
4

Marital status: Single Married Widowed Divorced

Number of dependents (self, wife, children):

Hate town and-state:

Education (check highest level attained so far):

Junior high school (grade 8)

High school

ov,

Some college

College degree iia whet field?

Graduate degree (in what field?

; Population:



APPENDIX I

AIR FORCE TECHNICAL INSTRUCTORS ATTITUDES
- AND OPINIONSV LOWRY SURVEY

40*

Researchers from The Ohl() State University in conjunction with the Air
Force Human Resources Laboratory are conducting a project which will
examine the motivation of personnel and the characteristics of the Air
Force Training setting with the goal of establishing high performance
in and attitudes toward technical training. The major effort of the
project will involve gathering inf9Tation and opinions from trainees
in various technical programs. However, because you, the instructor,
are a key person in the training environment, we would like your judg-
ments and opinions of the training situation.

We would like you to complete the questionnaires contained in this
booklet. Specific instructions are provided for each part. If you
have any questions feel free to ask the person administering the booklet

. to you. This is a survey of opinions, not a test of any sort where
there are right or wrong answers. We are interested only in your com-
plete and honest opinions and judgments.

Milton D. Hakel
Michael T.. Wood

Richard J. Klimoski

Project Directors

1 2 J
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Instructor Opinions About Trathing-----

Delo are several statements relevant to an instructor'% role in the teclinical.
training program. Indicate the extent to which you agree with each statement by
checking one of the five spaces below each statement.

1. I feel free to teach`my classes the way I want to teach them.

Strongly agree Neutral; neither Disagree Strongly Disagree

agree nor disagree

2. I am rewarded for a teaching job that I do well.

Strongly-agree -.Agree Neutral; neither Disagree Strongly Disagree
agree nor disagree

A

3.. I getea good variety of activities in my instruction job.

Strongly agree Agree Neutral; neither Disagree Strongly Disagree
agree nor disagree

4. The routine

_Strongly agree

paperwork I have to do is excessive.
.

Agree Neutral; neither
agree nor disagree

Disagree Strongly Disagree

5. Offering incentives to trainees fox doing well would be a good way to improve
morale.

Strongly agree Agree Neutral; neither Disagree Strongly Disagree

agree nor disagree

6. Offering incentives to trainees for doing well would be a good way to improve
performance.

Strongly agree Agree ,Neutral, neither Disagree' Strongly Disagree

agree nor disagree

7. I do too much administrative work and not enough instruction.

Strongly agree Agree Neutral; neither Disagree Strongly Disagree
agree nor disagree

8. I would like to spend extra time with slowei students in remedial training.

Strongly agree Agree Neutral; neither Disagree Strongly Disagree
agree nor disagree

. .

9. It would be a good idea to have extra training time with the best students
to give them extra advanced instretion they won't get in class.

Strongly agree Agree Neutral; neither Disagree Strongly,Disare
agree nor disagree'

10. I like to experiment with new-agproaches to instruction even though I may
not be sure they will work out well.

Strongly agree Agree Neutral; neither Disagree Strongly Dis(mrel

agree nor disagree
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11, Being a technical instructor is a difficult job.

Strongly agree Agree Neutral; neither Disagree Strongly Disagree
agree nor disagree

.12. Being a technical instructor is a satisfying job.

Strongly agree Agree Neutral; neither Disagree Strongly Disagree
agree nor disagree

a
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INSTRUCTOR OPINION QUESTIOnNAIRE

Ga the following page is a list of items that may b, used to describe your
httitudes and opinions of specific behavior that.yda, an instructor, may exhibit
in the training situation. You are to indicate hOw often you think you should
engage in each of the behaviors listed. Read each item and circle the letter
that best reflects your opinion. Decide whether yoU think you should (A) Always,
.(B) Often, (C) Occasionally, (D)Seldom, or (E) NOer act as described by the item.

A=Always B=6ften C=Cccasionally D=Seldom D.--Never

1. Put suggestions that are made by students into operation ABCDE
2. See to it that students are working up to their limits. . . ..........

3. Make students feel at ease when talking with you ABCDE
i 4. Insist that students follow standard ways bf doing things in

every detail ABCDE
5. Be friendly and can be easily approached A'B C D E

6. Emphasize,meeting of deadlines ABCDE
7. Be willing to make changes ABCDE
8. Talkatbut how much should be done. . . A B'C D E

9. Stress the importance of high morale among students ABCDE
10. 'Criticize poor classwork A BiC D

11., Rehse to explain yoUr actions A B C,D E

.12. Rule with an iron hand A B C D E

13. 'See that a student is rewarded for effective performance ABCDE
14. Insist that you be informed on decisions rwiae by students A TICDE

15. Be easy to understand ABCDE
J6. Emphasize the quantity of student accomplishmints . . .ABenE

17.. Express appreciation when a student perfoay well A B C D E

18. "Needle" students for greater effort A-B C D E

19. Change students tasks without first talking it over with them. . . .ABCDE

20. Ask for sacrifices from students for good of entire class ABCDE
21., Refuse to give in when students disagree vith you A B C D

22. Try out your new ideas ABCDE
21'. Try to keep students in good standing with those in higher authority.ABCDE

24. Encourage overtime study ' A BCDE

.1. 3 :;
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c

Background Information: Technical Instructor

Finally, we would like some personal background information about you. Please

answer each of the following questions. All information you have provided will

be held in strict confidence.. Only the Ohio State researchers will analyze the
responses and no individual can be identified in statistical summaries presented
in the research reports. Thank you for your cooperation in completing these
questionnaires.

1. Your name

2. Your sex (Circle one) Male Female

3. Your age 4

4. Your race (Circle one)' Black White Other Please specify)

'5. Status: Civilian If civilian, were you ever in the military . If

yes, were you a technical instructor
If yes, what was your highest rank

Military If military, what is your rank

6. How many years have you been in the Air Force?
How many years have you been teaching?

7. What is your current specialty area in technical training?

a. What is the course you are presently teaching?

b. Block(s) presently. teaching

8. What teaching specialty would you ideally like to be in?

9. What are other specialties you have taught?

10.. What is your marital status? Single Married Divorced Widowed

11. -How many dependents (including self, wife, and children) do you have?

12. What is your previous education (check the highest level attained)

Junior High ri

School (grade 8)
High School
Some college
College degree In what field.

Graduate degree In what field

1
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APPENDIX J

INCENTIVES REJECTED FOR FURTHER ANALYSIS
IN SECOND SURVEY .AT 'AWRY AFB

'Incentive

Eliminate involuntary
cross-training

Excused from classes
baSed on exam

Verbal' Praise

Commendation letter
Same-rank students in

class
Early assignment

notification

Party for top performers
Pass4tail grades
Implementing suggestions
Difficult challenging

work

Explanation for orders
Dorm choice

Help instructor
Not failing
Teach.a class

Opportunity to cross -
train

College credit
Coed classes
Self-pacing

Interaction with
instructor

Honor dorm
a Relax curfew

Attrac-
tiveness

Pictures honor
studentt

Display of work
Special classroom seating
Freedom from class exercises
Evaluate own performance
-Choose roommateb
Set learning goals
Group spokesman

Reason for

Instructor
Feasibility

x

X

x

x'

x

ac

x

x

x

x

x

1 3 )
d35

Rejection

Researcher
Feasibility Redundancy

Certificate

Base chcgce

Social event

Advanced
instruction

Rope, class asst.

Help classmates
learn

(Function of
course)

Social inter-
action

Time off,
reduced detail

Pictures improved
students

x Self-pacing
x
x
x



APPENDIX K

EXAMPLES OF LEADERSHIP BEHAVIOR INCIDENTS

Wh.t is Effective Leadership in the Classroom?

The good classroom leader may:

o Show support' of` other people's behaviors.

o Show concern anerespe'ct'for the needs and feelings of others.

o Tteatpeople like individuals.

o Help others solve problems.

,o Encourage otheils and Praise their accomplishments.

o Initiaie-friendships with others.

o Increase the "togetherness" and pride of the class.

o Help others accomplish training goals of the class.

To make this more apecific, several examples are shown next.
- Your goal is to watch for instances of leadership like these.

Example 1.

Airman X realized that sane of the students could not keep up with
the instructorsope'esked the instructor to go over the beginning
of the block instead of going on to new material.

a

Example 2.

A group went down to the orderly room:to give blood. One guy took
charge and made a head count and controlled score guys from screwing
around by telling them that the tooner'we got finished, the more free
time we would have left.

Example'3.

Airman X had to work very hard to finish his projects before the end
of the time scheduled fQr the block. Airman Y asked if he could help
explain anything.

Example 4.

After trying for a long time to uncross some of his wires, Airman X
finally got his circuit to work. Airman Y told him that he was an O.K.
dude for not quitting and for keeping his cool.

136
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4

Example 5.

Nman X saw that Airman Y was having problems with the oscilloscope.
Airman X showed him how to work it instead of criticizing him for what
he did wrong. Airman X told him that he didn't mind helping because
it takes time to get it together in electronics.

Example 6.

Airman X helped to increase the feeling of togetherness of the class
by getting to knc5w each and .every member.

These examples illustrate scme aspecfs of leadership in the classroom.

Watch for these. and more. You will be using the Classroom Leadership

Recognition Form to nominate and recognize fellow classmates, and you

will need to report specific examples of their leadership behavior.

The next page shows a sample of the Classroom Leadership Recognition

F Read it carefully.

4
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APPENDIX L

INSTRUCTOR ASSESSMENT OF STUDENT .PERFORMANCE RATING FORM

Instructor's nwne:,

Student being described:

Today'a date:

Please consider this student-relative to other trainees you have taught in
this course and indicate how effectively he is performing by checking the
appropriate space on the scale belo4 each effectiveness item.

1. Shoving initiative in the class

Very poor Worse than, Same as Better than Very good
compared to other trainees other trainees other tralmles compared to

other trainees other trainees

2. Ehovledge of substantive material taught in the course

Very poor

compared to
other trainees

Worse than Same as Better than Very good

other trainees other trainees other trainees compared to
other trainees

3. Communication skills

Very poor
compared to
other trainees

Worse than Same as Better than Very good

other trainees other trainees other trainees compared to
other trainees

4. Getting along With classmates

Very poor Worse than Same as Better than , Very good

compared to other trainees other trainees other trainees compared t,

other trainees other trainee:

5. Overall performance in the course

Very poor
compared to
other trainees

Worse than Same as . Better than Very good

other trainees other trainees other trainees compared to

Other trainee

-6. Exerting effort and applying himself to the training task

Very poor Worse than

compared to other trainees

other trainees , g

Same as Better than

other trainees Other trainees

138
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APPENDIX M

AIRMEN ATTITUDES WARD- TRAINING RATING FORM

Please indicate how you currently feel about several aspects of your technical
training. Below you will find several items that describe different components of
your training experience. Indicate your present reaction to each component by
checking, or placing an 'X', in one of the five spaces below the item; this will
tell us how satisfied you are with each part.

1. Your Instructor in this course - Taking into account how effective a teacher
he is and how he gets along with his students.

Very ., Somewhat Neutral Somewhat Very
satisfied satisfied dissatisfied dissatisfied

2. The System of Rewards associated with being an effective student in this
training program = Taking into account what rewards are available and what one
must do to get them.

Very .SomeWhat Neutral Somewhat
satisfied satisfied dissatisfied

Veiy
dissatisfied

3. Your Fellow Trainees in this training course - Taking into account how well
other students make this class profitable for you, how well students get along
with one another, and the general togetherness of your class as a group.

Very Somewhat Neutral Somewhat Very
satisfied satisfied dissatisfied dissatisfied

4. The Content of this course - Taking into account the interest, importance, and
challenge of the material required of yoU in the course.

I--r---
Very Somewhat Neutral Somewhat Very
satisfied satisfied dissatisfied dissatisfied,

5. Your own Progress in the course Taking into account how well you are dping
in terms of performance and how'quickly you anz_mastering the material.

Very Somewhat Neutral Somewhat Very
*satisfied. satisfied dissatisfied dissatisfied

6. Your Overall satisfaction with this course - Taking into account generally all
factors which are responsible for how satisfied you are.

Very Somewhat Neutral Somewhat Very
satisfied .satisfied dissatisfied *dissatisfied
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